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SECTION I 
INTRODUCTION 

The Chief of Naval Operations (CNO) established as one of his 
objectives the improvement of professional leadership and management 
capabilities for all supervisory personnel in the Navy Total Force. 1 This 
action was based on the belief that the margin of superiority at sea for the 
United States Navy might wel 1 be achieved through the demonstrated 
leadership and management competence of Navy officers, petty officers, and 
civilians. The CNO directed that a plan be prepared that would ultimately 
provide these personnel with the proper balance of technical, operational, 
leadership, and management capability. 

The resulting plan specifically provided for the development of 
Leadership and Management Education and Training (LMET) courses to be used 
in instructing all Navy superv isory personnel . The plan stipulated that 
initial LMET courses of instruction would be provided first to officers and 
petty officers en route to new assignments aboard fleot units. These LMET 
curricula would be developed under contract and taught by Navy instructors 
trained at the Human Resource Management School, Memphis, TN. In accordance 
with the OPNAV plan, the curricula to be developed for all levels of Navy 
managers (officer and enlisted) were to focus on those leadership 
competenc ies that discriminate between superior and average performers. 

Fol lowing LMET course implementation for fleet personnel , the plan 
required the development of LMET courses for personnel en route to shore- 
based activities. Recruit company commanders (RCC) and "A" School 
.instructors were identified as one of the first shore-based s groups to 
receive LMET. Because of the Chief of Naval Education and Training's (CNET) 
continuing efforts to optimize recruit and technical training, there was 
added interest in the development of an effective RCC and "A" School 
instructor LMET course. ' ■ 

The CNET directed the Training Analysis and Evaluation Group (TAEG) to 
identify independently the competencies required for high quality leadership 
and management by RCCs and by Navy instructors assigned ti A M schools. 2 The 
Navy Training Plan for the contractor developed RCC wd "A" School 
instructor LMET course was promulgated in August 1980. The initiation of 
the present study began in October 1980. To avoid duplication of data 
collection efforts by the contractor and TAEG, this stuny was modified by 
the CNET Special Assistant for Human Resources Management (Code 014) to 
include coordination with the contractor as follows:^ 

The contractor would collect data at the Naval Training Centers 

IChief of Naval Operations, CNO Objective Numbe r: CNO-1^ Objective Tit le: 
Leadership and' Management in the Navy , 16 Jan' ^ry 1978, Washington, DC. 
?CNET Itr Code N-53 of 30 August 1979. 

^Meeting between CNET (Code u Oi4) # and TAEG representatives on 20-22 January 
1981 at NAS Pensacola. 



14 



Technical Report 154 



(Recruit Training Commands (RTC) and Service School Commands 
(SERVSCOLCOM)) at San Diego and Great Lakes. The TAEG data 
collection would be limited to the Naval Training Center (RTC and 
SERVSCOLCOM), Orlando. The TAEG would also conduct interviews up 
the chain-of -command (Chief of Naval Technical Training, CNET, and 
Office of the Chief of Naval Operations) and obtain information 
concerning leadership training from those involved in simi Tar 
functions in other services. 

The TAEG would use the competencies identified by the contractor 
for other Navy LMET courses as a basis for determining the unique 
competencies exhibited by superior RCCs and "A" School 
instructors. This limitation was made to facilitate integration 
of TAEG findings with contractor findings 

Critical incident interview techniques, as used by the contractor, 
were specifically prohibited in order to explore other methods of 
determining leadership course requirements similar to established 
Navy course development methodology. 

PURPOSE 

The purpose of this study. was to determine the leadership competencies 
exhibited by superior RCCs and "A" School instructors. At the same time, 
methods other than the critical incident -interview technique were to be 
explored for' use in the identification of leadership competencies. These 
competencies and associated 'behavioral indicators were developed for 
integration with comparable competencies/indicators identified by the Navy 
contractor for use in RCC and "A" School instructor LMET course design. 

BACKGROUND 

Currently, the Navy conducts a 7.7-week recruit training program at 
RTC, San Diego, Great Lakes, and Orlando. The RTC, Orlando, is the only 
activity that trains women recruits a?id is the only RTC that uses both men 
and women as RCCs. Following recruit training, new sailors follow, one of 
two training pipelines en route to fleet or shore assignments. 
Approximately cjne-third remain at an RTC and complete 4 weeks of apprentice 
training in either Airman, Fireman, or > Seaman skill' areas. The , remaining 
two-thirds go to basic technical training courses ("A" schools) for specific 
ratings. These courses are of various lengths and are located at a variety 
of Naval Education and Training -Command (NAVEDTRACOM) facilities. 

The Navy RCCs and "A" School instructors are assigned key roles in the 
initial entry training (IET) program for newly enlisted men and women. The 
IET process (recruit, apprentice, basic technical training) is responsible 
for transforming recruits into effective sailors. The RCC/"A" School 
instructor must serve as the Navy model, an instructor, a counselor, a 
leader and a disciplinarian. Regardless of organizational procedures, it is 
the RCC and instructor who set the tone of the training environment. 
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To accomplish this, RCCs and instructors must support command policy, exert 
dynamic leadership through personal example, and function as the direct link 
between the Navy and the recruit. The RCC and instructor must adhere to a 
variety of rules and regulations that are necessary 'for the administration 
_qf training required in developing a civilian into an effective member of 
the United States Navy. The RCCs and instructor's approach, bearing, and 
personal ity--h is/her leadership style—must command the respect and 
obedience necessary to obtain the desired results without resorting to 
physical maltreatment and/or verbal abuse. There is little room for 
leadership error; therefore, these chief petty officers and petty officers 
must quickly adjust their fleet leadership experience to the unique demands 
of recruit and follow-on skill training. 

ORGANIZATION OF THE REPORT 

In addition to this introduction, the report contains 3 sections and 16 
append ices . Section 1 1 describes the methodology used to identify the 
competencies for RCCs and "A" School instructors assigned to the Naval 
Training Center, Orlando. Section III presents the results of the data 
analysis and provides a discussion of the findings. Conclusions and recom- 
mendations are presented in section IV. 

The appendices elaborate the method used and provide additional 
information. Appendix A lists the leadership competencies used as the basis 
of interv^ws with RCCs and "A" School instructors during preliminary 
interviews. The two survey instruments used at RTC and SERVSCOLCOM, 
Orlando, are contained in appendices B and C, respectively. Survey 
competency scale construction procedures comprise appendix D. Appendix E 
contains the missions of recruit, basic technical training and Integrated 
Training Brigades (ITB). The duties, and functions of recruit and ITB 
company commanders (CC) are presented in appendix F. Appendix G lists the 
Navy officers and senior petty officers interviewed, while the other service 
officers and staff noncommissioned officers (NCO) interviewed are identified 
in appendix H. Appendix I contains a review of selected military leadership 
training courses including summaries of the Leading Petty Officer (LPO) and 
Leading Chief Petty Officer (LCPO) LMET courses. Appendices J and K contain 
extensive demographic information about RCCs and "A" School instructors, 
respectively. Results of statistical analyses of the reliability of survey 
competency scales are presented in appendix L. Appendix M contains 
def in it ions and behavioral indicators for each leadership competency 
identified in this study. Appendix N presents the regression analyse of 
performance level and gender on competencies for RCCs and "A" School 
instructors. The responses to attitudinal /behavioral statements by RCCs and 
"A" School instructors are contained in appendix 0. Appendix P is the RCC 
and "A" School, instructor communication patterns analysis. 
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SECTION II 
METHOD 

This section describes the method used to identify RCC and "A" School 
instructor leadership competencies and behavioral indicators and to 
determine recommendations for RCC and "A" School instructor LMET training. 

An analytic method comprised of field visits, structured interviews, 
and survey administration was used. Utilizing this approach, four tasks 
were accomplished. These were the: 

acquisition and review of background information 

identification of RCC and "A" School instructor leadership 
competencies 

selection of competencies for training emphasis 

identification of supplemental information for consideration in 
course design. 

Subsequent subsections describe each group of tasks. 

ACQUISITION AND REVIEW OF BACKGROUND INFORMATION 

Various sources were tapped to acquire background information for 
review. Documents surveyed included pertinent instructions, notices, and 
manuals. Where appropriate, interviews with key personnel were conducted to 
provide additional information. Relevant . mi litary leadership training 
courses were also reviewed. 

REVIEW OF SELECTED DOCUMENTS. -Recruit, technical training, and Integrated 
Training Brigade (ITB) mission statements were collected and reviewed. 
Documents describing the duties and functions of recruit and technical 
training staff personnel and ITB CCs were a.l sot-col lected and studied. As 
previously stated, the major pdrtion of the RTC mission is accomplished 
through the leadership and instruction provided by RCCs. However, a certain 
duality exists in the leadership of "A" School students. Significant 
responsibility for student motivation and attitude about the Navy as well as 
out-of-the-classroom military behavior rests with the ITB CC. 4 The basic 
function, duties, responsibilities, and authority of ITB CCs are assumed to 
represent the most accurate current description of the general military 
leadership job of those responsible for "A" School students. 



4 At the time of initial data collection, SERVSCOLCOM, Orlando did not have 
an organized ITB or ITB CCs. The equivalent to an ITB CC was termed a Deck 
Level Petty Officer, who had military responsibility for student^ assigned 
to a particular area of the barracks. At SERVSCOLCOM, Orlando, instructor 
personnel could be cross-trained and function in both roles at various 
times in a single tour. Subsequently, an ITB was formed at SERVSCOLCOM, 
Orlando. 
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NAVY CHAIN-0F-C0fW\ND AND OTHER SERVICE IET PERSONNEL INTERVIEWS. 

Interviews concerning RCC and "A" School instructor leadership behavior and 
training needs were condicted with officers and petty of f icers/NCOs involved 
with Navy and other service IET staff training. Navy personnel were 
interviewed to (1) establish the level of need for RCC and "A" School 
instructor leadership training and (2) identify the general leadership 
behaviors, values, and attitudes they would reinforce and encourage among 
RCCs and instructors following formal • LMET training. Other service ' 
personnel were interviewed concerning their IET staff leadership training 
and the nature of their IET programs. Observations of other service IET 
staff training methods and IET facilities were conducted in conjunction with 
those discussions. The data collected from all the interviews were reviewed 
and common or frequently related concerns/recommendations were summarized. 

MILITARY LEADERSHIP COURSE REVIEW. Relevant leadership courses/lesson 
topics used by the military services for IET unit leaders or mid-to-senior 
level petty of f icers/NCOs were identified and reviewed. 

IDENTIFICATION OF RCC AND "A" SCHOOL INSTRUCTOR LEADERSHIP COMPETENCIES 

Interviews and surveys were used to collect data about the leadership 
competencies RCCs and "A" School instructors perform. The method is 
described below. 

RCC AND n A M SCHOOL INSTRUCTOR INTERVIEWS. Recruit company commanders and 
"A" School instructors (n=46) were interviewed individually about their 
experiences in leading recruits and "A" SchooT students. These interviews 
addressed occurrences of job behaviors associated* with 25 leadership 
competencies selected from current LMET courses and/or identified during 
LMET course development. Each RCC/instructor in the interview sample was 
requested to prioritize, using a card sort technique, those competencies for 
leadersh ip training . " They were then asked to give examples of the most 
important behaviors that were related to the competencies selected. The rank 
order for each competency was summed for RCCs and "A" School instructors 
separately in order to determine the competencies preferred for training by 
each group. The 25 competencies used as the basis of the interviews are 
presented in appendix A. 

RCC AND "A" SCHOOL INSTRUCTOR SURVEY. Leadership tasks and associated 
attitudes considered representative of, or related to, the 25 competencies 
were derived f rom interv iew data. These tasks and attitudes, along with 
supplemental questions about other aspects of IET leadership experiences, 
were used as the basis for constructing a survey instrument for 
administration to as many RCCs at RTC, Orlando and "A" School instructors at 
SERVSCOLCOM, Orlando, as practicable. Extensive demographic information was 
also requested from each survey respondent in order to relate various key 
background variables to leadership performance and/or training requirements. 
Both RCCs and "A" School instructors were administered essentially the same 
survey with language altered slightly for the command involved. The two 
survey instruments used at RTC and SERVSCOLCOM, Orlando, are contained in 
appendices B and C, respectively. 
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Since RTC, Orlando, is the single site for women recruit training, an 
opportunity existed to analyze the LMET training requirements for women. 
Consequently, the survey data were analyzed separately for men RCCs, women 
RCCs, and "A" School instructors. 

Various analyses were used to interpret the survey data: 

Competency scales, based on factor and reliability analyses (see 
appendix D), were developed to assess: 

frequency of competency performance 

importance of the competency to the success of an RCC/"A" 
School instructor 

difficulty of initial competency performance. 

Multiple regression analysis was applied to determine differences 
in competency performance between: 

superior and nonsuperior performers 

men and women RCCs. 

The multiple regression analysis required the use of performance 
measures to separate superior from nonsuperior performers. These measures 
consisted of staff ratings of RCCs and instructors supplemented at each site 
by one other measure. At RTC, staff ratings were supplemented by peer 
ratings. At SERVSCOLCOM, official evaluations completed during the current 
instructor tour were used to augment staff ratings. Staff i^atings were 
based on performance assessments from key staff officers and senior petty 
officers (e.g., commanding officers, executive officers, department heads, 
division officers, course directors, leading chief petty officers). For 
RCCs, superior performers were selected from among all current RCCs. For 
"A" School instructors, superior performers were selected by school. 

RTC performance data were combined so that an extremely high score by 
either staff or peers could compensate for a low score on the other measure. 
For "A" School performance, only those instructors rated by the staff as 
superior and possessing high official marks were considered superior 
performers. Nonsuperior performers were further divided into average and 
below average groups. 

SELECTION OF COMPETENCIES FOR TRAINING EMPHASIS 

Estimates of competency frequency, importance, initial performance 
difficulty, and ability to predict superior overall leadership performance 
were combined to determine the competencies recommended for training. The 
more important and more difficult competencies were categorized for high 
training emphas is. Less important and less difficult competencies were 
chosen for reduced training emphasis. Competencies for which ^relative 
importance and difficulty were moderate or one aspect was offset by the 
other were classified for moderate training emphasis. Within each broad 



13 



Technical Report 154 



category of emphasis, higher priority was assigned to those competencies 
that differentiated superior from nonsuperior performers. 

Leadership training requirements were determined separately for men 
RCCs, women RCCs, and "A 11 School instructors. Recommended competencies and 
behavioral indicators were identified that would meet the leadership 
training requirements of all three groups. 

IDENTIFICATION OF SUPPLEMENTAL INFORMATION FOR CONSIDERATION IN COURSE 
DESIGN 

Additional survey data were analyzed to provide supplemental 
information for consideration in subsequent course design. These data 
included: 

leadership related attitudes associated with 
superior performance 

Leading Petty Officer (LPO) /Leading Chief Petty Officer 
(LCPO) LMET course completion 

-\ ' \ 

gender (RCCs only). 

information about RCC and "A" School instructor 

methods for judging their own success 

typical counseling experiences. 

information about RCC and "A" School instructor communications 
with different groups of staff personnel. 
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SECTION III 
RESULTS 

This section presents the f ind ings of the study arranged in terms of 
the four tasks described in section II, Thus, successive subsections 
provide (1) a summary of background information obtained, (2) an analysis of 
RCC and "A" School instructor leadership competencies, (3) the results of 
prioritizing the competencies for training, and (4) supplemental information 
for consideration in course development, 

SUMMARY OF BACKGROUND INFORMATION (TASK 1) 

The results of an examination of mission related documents, interviews 
with key Navy and other service IET personnel, and a review of relevant 
military leadership courses are summarized below, 

RCC AND "A" SCHOOL INSTRUCTOR FUNCTIONS ^ DUTIES. Recruit company 
commanders (two per company) typically ieau 80 recruits through 
approximately 8 weeks of training. Typical RCCs will lead about nine 
companies during a tour at an RTC with periods of rotation through other 
staff positions in the interim between some companies. Integrated Training 
Brigade CCs are assigned to leadership roles for a complete tfcur and with 
one assistant typically lead 150 students continuously, picking up new 
students/classes as senior students/classes graduate, "A" School instructors 
typically instruct classes of various sizes on a continuous basis according 
to course convening dates. 

The leadership functions and duties of both RCCs and "A" School 
instructors/ITB CCs can be summarized as follows: 

organizing and managing the training unit and ensuring 
satisfactory completion of training schedules 

teaching new sailors: 

the range of acceptable individual behavior available to them 
as members of the Navy 

productive adult work habits 

basic Navy and/or rating knowledge a>nd skills 

ensuring that minimum levels of physical fitness are met by each 
new sai lor , 

Appendix E contains the basic mission statements for recruit training, 
basic technical training, and ITBs, The specific duties and functions of 
recruit and ITB CCs are contained in appendix F, 

. i 

NAVY AND OTHER SERVICE IET PERSONNEL LEADERSHIP TRAINING RECOMMENDATIONS, 

The officers and senior petty officers concerned with Navy recruit training 
and basic technical training endorsed RCC and "A" School instructor 
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leadership training, A summary of the interview data reveals that there is 
generalized support for RCC and "A" School instructor leadership training 
that emphasizes the instruction of leaders in the following: 

using strong, positive authoritarian behavior without excess or 
abuse 

making tough, more physically and psychologically rigorous demands 
on sailors during their initial entry training period 

maintaining accountability for subordinates' behavior with liberal 
use of rewards and sens itivity to the necessary role occasional 
failuro-'plays in subordinate development 

engaging in full time, 24-hour, "whole person" oriented 
involvement with subordinates, and demonstrating the uniqueness of 
a Navy leader and the Navy life 

investing energy in the inculcation of military attitudes equal to 
that put into teaching technical skills 

balancing professional demands with personal /fami ly needs through 
the effective use of time and intentional participation in stress 
reducing activities 

the integration of concepts developed in other Navy leadership 
courses. 

Appendix G lists the Navy officers and senior petty officers interviewed, 
while appendix H lists the other service officers and NCOs interviewed. 

MILITARY LEADERSHIP COURSE REVIEW. Seven military leadership courses from 
the Navy and other services were identified. Three courses were reviewed in 
depth because of their systematic design and their focus on RCCs or mid-to- 
senior level petty officers. This review is presented in appendix I. Three 
findings are summarized below: 

1. There . may be some utility in the use of the LPO/LCPO LMET 
leadership competencies as a rough benchmark for further RCC and "A" School 
instructor LMET course development. The proportion of average or superior 
E-5 RCCs is higher among LPO LMET course graduates than nongraduates. 

2. Uti lizing short vignettes on videotape of typical leadership 
dilemmas is a common leadership training technique for instructing IET unit 
leaders in other services, 

3. Leadership training for IET unit leaders . in other serv ices is 
integrated with other job preparatory training. 
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ANALYSIS OF RCC AND "A" SCHOOL INSTRUCTOR LEADERSHIP COMPETENCIES 

Recruit company commander and "A" School instructor interview and 
survey data concerning the identification of RCC and "A" School instructor 
leadership competencies are presented below, 

RCC AND "A" SCHOOL INSTRUCTOR INTERVIEWS. Thirty RCCs at RTC, Orlando, and 
16 "A" School instructors at SERVSCOLCOM, Orlando, were interviewed. Four 
of the 25 leadership and management competencies discussed with RCCs and "A" 
School instructors were assigned high priority for training by both groups. 
These are listed in table 1 with associated behavioral indicators. 



TABLE 1, LEADERSHIP COMPETENCIES AND ASSOCIATED BEHAVIORAL 
INDICATORS SELECTED FOR HIGH TRAINING PRIORITY BY 
BOTH RCCs AND "A" SCHOOL INSTRUCTORS 



Competency 




Behavioral Indicators 


Conceptualizing 


a. 
b . 

c . 


Thinking critically 

Searching for and identifying the 

relevant facts 
Organizing facts and drawing , 

conclusions 


Planning and Organizing 


a. 

b. 
c . 


Identifying action steps, resources, 
or obstacles involved in reaching 
an objective 

Preparing a schedule 

Setting priorities 


Setting Goals and Perfor- 
mance Standards 


a. 
b. 
c . 
d. 


Establishing specific work goals 
Setting standards of task performance 
Revising goals to make them realistic 
Setting deadlines for task 
accomplishment 


Bui lding Teams 


a. 


Promoting teamwork and cooperation 
within a work group or with other 
work groups 



RCC AND "A" SCHOOL INSTRUCTOR SURVEY. An instrument called the "Recruit 
Company Commander and 'A' School Instructor Leadership Course Development 
Survey" was administered to 294 of the 304 assigned RCCs at RTC, Orlando, 
and^to 89 of approximately 200 "A" School instructors at SERVSCOLCOM,' 
Orlando, between March and May 1981.' Two hundred and eighty -one RTC and 89 
SERVSCOLCOM surveys were usable. The RTC survey sample, comprised of 92 
percent ofxthe total population, is considered a valid representation of 
RTC, Orlando,^ RCCs relative to recruit leadership experience. The 
SERVSCOLCOM survey sample, representing approximately 45 percent of the 

X 17. . 
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total "A" School instructor population at . SERVSCOLCOM, Orlando, was also 
considered a representative sample on the basis of the broad scope of "A" 
School student leadership experience indicated. While 32 percent of survey 
respondents had served as instructors for less than 6 months this was 
considered useful for examination of the leadership training requirements of 
less experienced instructor personnel (i.e., petty officer en route to 
instructor's assignment). One hundred and seventy-two RTC respondents were 
men and 106 women; three did not report gender. Eighty-four of the 
SERVSCOLCOM sample were men and five were women. Each sample was 
administered the same survey with language altered slightly for the command 
involved. 

The results of the survey analysis include (1) leadership experience 
factors of men and women RCCs and "A" School instructors, (2) measurement 
and identification of pertinent leadership competencies, (3) data concerning 
the frequency, importance and initial performance difficulty of each, (4) 
designation of survey respondents by performance level, and (5) multiple 
regression analyses for competencies which differentiate men and women RCCs 
as well as superior and nonsuperior RCCs and instructors. 

Leadership Experience Factors. Leadership experience factors were analyzed 
separately for men RCCs, women RCCs, and "A" School instructors. The men 
RCCs tended to be in the E-6 to E-8 range, "A" School instructors, E-5 to E- 
7, and women RCCs, E-5 to E-6. Men RCCs tend to be from engineering, deck 
or aviation ratings and women RCCs from administrative ratings. Women RCCs 
and "A" School instructors as groups, are younger than men RCCs with a large 
proportion in their second enlistment (5 to 8 years). Only one percent of 
men RCCs reported less than 3 years sea duty with a considerable spread of 
sea duty experience beyond that level. Seventy-eight percent of women RCCs 
had no sea duty experience. Half of the men RCCs reported some duty in a 
combat zone, but only one woman RCC reported this kind of experience. 
Eighty-nine percent of "A" School instructors had three or more years of sea 
duty, and 23 percent reported previous combat experience. Men RCCs reported 
a wide range in numbers of individuals supervised in previous billets, as 
did "A" School instructors. Fifty-nine percent of men RCCs reported having 
supervised 21 or more subordinates; however, a high proportion (62 percent) 
of women RCCs reported limited supervisory experience involving six or less 
subordinates. 

Approximately 20 percent of the petty officers and chief petty officers 
in all three groups reported completion of eitlier the LPO or LCPO LMET 
course. At the time of survey, 1 in 10 RCCs, men and women, exceeded the 
current required weight standard, and 1 in 7 "A" School instructors also 
exceeded the current required weight limit. As groups, the leadership 
experience levels of men RCCs, women RCCs, and "A" School instructors were 
different. The men RCCs had the most previous leadership experience, 
followed by "A" School instructors. Women RCCs had the least experience. 
Specific demographic data for RCCs and "A" School instructors are contained 
in appendices J and K, respectively. 

Competency Measurement and Identification, > Sixteen RCC and 17 "A" School 
instructor competency scales were constructed on the basis of competency 
frequency. The 17 "A" School instructor scales included all 16 of the RCC 
scales. The rel iahi 1 ities of competency scales are shown in appendix L. 
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Definitions of the 17 competencies are given in table 2. A complete 
description of the competencies including definitions and behavioral 
indicators are contained In appendix M. 

Competency Frequency, Importance and Difficulty. Three measures (i.e., 
frequency, importance^ and initial performance difficulty scores) %wore 
obtained for 17 competencies. They were calculated by taking the mean 
frequency, importance and difficulty responses for all respondents on all 
scale items and assigning that mean value as the 
frequency/importance/difficulty score for that competency. Scores were 
calculated separately for men RCCs, women RCCs, and "A" School instructors. 
Table 3 contains mean frequency, importance, and initial performance 
difficulty scores and relative ranking for each identified competency. 

Designation of Performance Level . Two ratings, staff and peer, were used to 
determine RCC performance levels. Superior performers were determined by 
identifying RCCs with either high ratings on both measures or a very high 
rating on one measure. Below average RCCs were determined by identi fying 
those with low ratings on both measures. Forty-three of 281 RCCs were 
identified as superior performers. This equated to 15.7 percent of the men 
RCCs and 14.2 percent of the women RCCs. Fifty-two of the RCCs were 
identified as below average performers. This equated to 16.3 percent of the 
men and 22.6 percent of the women. 

Si mi larly , two ratings were used to determine "A" School instructor 
performance level. Staff ratings were compared to official performance 
evaluation reports where possible. Superior performers were determined by 
identifying "A" School instructors with high ratings on both measures. 
Below average performers were determined by identifying "A" School 
instructors with low ratings on both measures. Twelve "A" School 
instructors were identified as superior performers and four as below average 
performers. This is 13.5 percent and 4.5 percent, respectively. 

All RCCs and ''A" School instructors not assigned performance ratings of 
superior or below average were classified average performers. Table 4 
presents a summary of performance ratings for both the RTC and the 
SERVSCOLCOM samples. 
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TAHI.K ?. COMPETENCY DEFINITIONS 



Competency 


Def i nit ion 


Til/ i nn Tnlf" l if i w n 

idKincj lnuittt 1VR 


Acting on one's own responsibility, self -starting, 
anticipating situations rather than reacting to 
them, initiating new action or plans without being 
told to do so, accomplishing tasks resourcefully 
and persistently. 


r i ann i ng ana 
Organizing 


Identifying action steps, resources, or obstacles 
involved in reaching an objective, preparing 
schedules, setting priorities, getting a unit 
organized, managing time. 


Optimizing Use of 
Resources 


Matching subordinates and jobs to get the best 
performance, using the human resources available, 
aetermining tne optimum reiationsmp oetween 
training requirements and unit morale, avoiding 
unit burnout. 


Delegating Authority 


Assigning responsibility for task accomplishment, 
and commensurate authority, to subordinates; using 

tile LM a 1 N UT "■LUIIflllaNU LU i cljU lie bUDUPQ 1 n a Lc b UU 

share in task management; encouraging subordinates 
to seek responsibility without waiting for direct 
orders. 


Mnn "itnrinn RpQiiltQ 

MUM 1 IUI 1 I 1 y |\C Jli 1 l J 

( 


Ph OP ^ inn 1 1 n l f nrnnrocc h \/ cqoI/ i nn infn^maf inn 

l»i i cl. n 1 1 1 y unit |ji uy i c j j uy bccK i ny iriiuriiiatiun 

regarding progress or by direct observation, 
checking on results of own and subordinates' 
actions, evaluating individual and unit performance 
against a standard of performance. 


Maintain Control 
of Unit 


Eliciting desired unit behavior through use of 
authority to reward and discipline and otherwise 
maintain accountability for subordinate 
performance. 


Influencing 


Persuading and convincing others up, across, and 
down the chain-of-command concerning matters 
required to accomplish company /class goals, using 
military bearir;^, position, and rank as a role 
model to subordinates, peers, anifl seniorr. 


Developing 
Subordinates 


Coaching subordinates toward improved performance, 
helping subordinates to be more responsible In 
getting the job done at a quality standard. 
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rABIi: ?. COMPFTF NTY OFFINITIONS (continued) 



Competency 



Dof in it ion 



To dm Bui Id i nq 



Project inq Real ist ic 
Expec tat ions 



Understanding 



Conceptualizing 



Advising and 
Counsel ing 



Helping 



Resolving Conflicts 



Compel 1 ing 



Projecting Positive 
Expectations 



Promoting team work and cnoperat ion within your 
company/class or with other units. 



own 



Maintaining an awareness that some Instruction?, 
will not be followed or carried out effectively; 
expressing displeasure, disappointment, and concern 
about shortcomings of an individual or group. 

Accepting the feelings of another person, responding 
to persons appropriately in order to get the job 
done, figuring out other people's difficulties with 
rational explanation. 

Thinking critically, thinking clearly, searching 
for and identifying relevant facts, organizing 
facts, and drawing conclusions. 

Advising: Giving specific information/guidance to 
others about opportunities, alternatives, or 
recommended courses of action that will help solve 
their problem; understanding legal limits of 
responsibility for consequences of advice. 
Counseling: Helping subordinates explore, better 
understand, and possibly find solutions for a 
problem; keeping one's own preferences secondary 
while a subordinate takes care of his/her problem. 

Making time available to talk to subordinates, 
"fighting" for your people, assessing the nature of 
subordinates' problems and making appropriate 
d isposition . 

Helping subordinates, as well as peers, resolve 
disputes/conflicts/behavior problems to a 
successful resolution so that both parties are 
relatively satisfied. 

Using the authority inherent in military rank to 
point out negative consequences of nonperformance 
or substandard performance in order to feel assured 
about subordinate performance/obedience. 

Showing subordinates that you are convinced they 
are fully capable of doing good work when given a 
chance, expressing positive feelings about other 
people's work, treating subordinates so that they 
believe you need them and that they are a valuable 
resource. 
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TABLE 3. MEAN MEN AND WOMEN RCC AND "A" SCHOOL INSTRUCTOR COMPETENCY 
, FREQUENCY , IMPORTANCE, AND DIFFICULTY SCORES AND RELATIVE RANKS 











ME 


ANS (RANKS) 








— 1 






Frequency 






Importance 






Difficulty 


• 


Competency 


RCC Hen 


RCC Women 


Instructor 


RCC Men 


RCC Women ' 


Instructor 


RCC Men ' 


'RCC Women 


Instructor 


Taking Initiative . 


2.8 (15) 


2.9 (15) 


2.7 (15.5) 


3.7 (15) 


3.5 (15) 


3.7 (13) 


1.4 (2) 


1.5 (2) 


1.2 (2.5) 


Planning and Organizing 


3,6 (9.5) 


3.9 (6) 


3.0 (11) 


4.0 (11.5) 


4.2 (8) 


3.6 (14) 


1.2 (4.5) 


1.2 (6) 


.9(11,5) 


Optimizing Use of Resources 


3.6 (9.5) 


3.9 (6) 


3.0 (11) 


4.2 (8) 


4.4 (3) 


3.9(10.5) 


1.0 (10.5) 


1.1 (9) 


.9(11.5) 


Delegating Authority 


3.0 (14) 


■3.2 (13.5) 


2.2 (17) 


3.5 (15) 


3.6 (14) 


3.2 W) 


1.3 (31 


1.3 (3.5) 


1.1(4.5) 


Mnnitnrffln BpciiHc H 
nun i lui my f\c3U I tb 




H 1 U\ 

UJ4) 


3.5 (3.5) 


4.4 (3.5) 


4.3 (6) 


4.0 (6.JJ 


1.1 (7.5) 


1.0 (12) 


.8 (14) 


w lino in i ny loniro i or 
Assigned Unit 


U (6.5) 


3.9 (6) 


3.3 (8) 


4.3 (6.5) 


4.3 (6)' 


4.1 (4) 


.9 (12.5) 


1.0 (12) 


.8(14) 


= Influencing 


W (1) 


4.4 (1.5) 


u ! ii) 


U (1) 


4.6 (1) 


4.4 (1) 


.6 (16) 


.7 (16) 


.6 (17) 


Developing Subordinates 


4.0 (4.5) , 


4.4 (1.5) 


3.7 (2) 


4.4 (3.5) 


4.4 (3) 


4.2 (3) 


.8(14.5) 


.8 (15) 


.7(16) 


Team Building 


4.0 (4.5) 


3.8 (8.5) 


2.7 (15.5) 


4.1 (9.5) 


4.0 (11.5) 


3.4 (15) 


.9(12.5) 


1.0 (12) 


1.0 (8) 


Proipc tinn RralkMr 
Expectations 


? \ fid 


(tt lib) 


9 Q Ml Z\ 

t.o (U.5) 


2.7 ('16) 


2,5 (16) 


3.3 (16) 


1.7(1)- 


1.8(1) 


1.3(1) 


Under jUrJing 


3.4, (11.5) 


3.4 (11.5)' 


3.1 (9) 


3.9 (13) 


4.0 (11.5) 


3.9 (10.5) 


1.1 (7.5) 


1.1 (9) 


1.1 (4,5) 


Conceptunlizing 


3.9 (6.5) 


3.7 (16') 


3.4 (6) 


4.3 (6.5) 


4.1 (9.5) 


4.0 (6.5) 


1.1 (7.5) 


1.2(6) 


1.0 (B) 


Advising and Counsel 1ng 


3.3 (13) 


3.2 (13.5) 


'3.0 (11) 


4.0 (11,5) 


3.8(13) ■ 


3.9 (10.5) 


1.1 (7.5) 


1.3 (3.5) 


1.0 (8) 


Helping 


'3.8 (8) 


3.8 (8.5) 


3.5 (3.5) 


4/ (3.5)' 


4.3 (6)' 


4.3 (2) 


1.2 (4.5) 


1.1 (9) 


1.2 (2.5) 


Resolving Conflicts 


3.4 (11.5) 


3.4 (11.5) " 


2.8 (13.5) 


4.1 (9.5) 


4.1 (9.5) 


3.9 (10.5) 


1.0 (10.5) 


1.2 (6) 


1.0 (8) 


Compelling 


W (3) 


« (3) 


3.4(6),. , 




4.4 (3) 


4.0 (6.5) 


.8 (14.5) 


.9(14) 


1.0(8) 


Projecting Positive 
Expectations 1 . 






3,4 (6) 


\ 

\ 




4.0 (6.5) 






.8 (14) 
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TABLE 4. OVERALL PERFORMANCE RATINGS OF RTC AND 
SERVSCOLCOM RESPONDENTS 



Level of Performance 


Number (Percent) of Respondents* 


Men RCC/(«) 


Women RCC/(%) 


Instructor/(%) 


Superior 


27 (15.7) 


15 (14.2) 


12 (13.5) 


Average 


117 (68.0) 


67 (63.2) 


73 (82.0) 


Below Average 


28 (16.3) 


24 (22.6) 


4 (4.5) 



*n=278 (gender not indicated by three respondents) 



Regression Analyses of Performance and tender on f jetency Scales . 
Multiple regression analyses indicated the extent to wrnch frequency of 
behavior of each competency distinguished between superior and nonsuperior 
(i.e., average and below average) performers, and the extent to which 
frequency of competency behavior distinguished between men and women RCCs. 
The statistical calculations required for the regression analyses are 
contained in appendix N. The results are summarized below. 

Competencies and Performance . The analyses indicate three competencies that 
distinguish between superior and nonsuperior RCC performance. These 
competencies are: 

monitoring results 
delegating authority 
taking initiative. 

Both monitoring results and taking initiative are positively related to 
performance.' Superior performers tend to engage in these behaviors more 
frequently than nonsuperior performers. Delegating authority is negatively 
related to performance, indicating that superior performers engage in these 
behaviors less frequently than nonsuperior performers. 

The. analysis for "A" School instructors yielded ons competency that 
distinguished between superior and nonsuperior performers: 

planning and organizing. 

Superior performers tend to engage more in these behaviors. 

Competencies and Gender. When the regression analyses are performed 
separately for men and women RCCs, different set^ of competencies are shown 
to discriminate between superior and nonsuperior performers. Analysis of 
performance on competencies for men indicates four competencies that 
distinguish superior from nonsuperior men. 
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taking initiative 

i. 

conceptual iz ing 
delegating authority 
understanding. 

Taking initiative and conceptual iz ing are both positively related to 
performance; superior men RCCs perform these behaviors more frequently than 
nonsuperior men RCCs. Delegating authority and understanding are both nega- 
tively related to performance; superior men RCCs perform these behaviors 
less frequently than nonsuperior men RCCs. For women, only one competency, 
monitoring results, distinguished between superior and nonsuperior RCCs. 
Superior women RCCs tend to monitor results more frequently than nonsuperior 
women RCCs. 

The next set of analyses addresses how competency behavior 
differentiates men and women RCCs and superior men and women RCCs, in 
particular. When superior and nonsuperior performers are combined, five 
competencies distinguish between men and women. Women are more frequently 
involved in planning and organizing, developing subordinates, and delegating 
authority. Men are more frequently involved in team building and 
conceptualizing. When the 43 superior performers are examined separately, 
there are three competencies "that distinguish between men and women. 
Superior women engage in more planning and organizing and in more developing 
oT subordinates than do superior men. Superior men engage in more 
conceptual izirfg than do superior women. Thus, there is also evidence that 
there are differences in superior men and superior women leaders not in how 
well they lead but in the frequency with which they use the various 
competencies. Table 5 summarizes these data. 

SELECTION OF COMPETENCIES FOR TRAINING EMPHASIS 

Figure 1 graphically represents the relationship between competency 
importance and initial performance difficulty for men RCCs. Figure 2 
presents the same relationships for women RCCs. Figure 3 shows the 
corresponding data for "A" School instructors. In all three figures the 
area indicating high training emphasis is separated from the area of reduced 
training emphasis by a corridor representing the area of moderate training 
emphasis. This corridor is centered on the line representing an inverse 
relationship between relative importance and relative difficulty. The width 
of the corridor extends arbitrarily one and one-half ranks either side of 
that line. 

-Table 6 contains a list of all competencies, grouped/prioritized for 
training by type of leader. 
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TABLE 5. 


SUMMARY OF RCC 


PERFORMANCE , GENDER, AND 


COMPETENCY REGRESSION ANALYSES 








COMPARISON GROUPS 










Performance Group Comparisons* 


Gender Compa 'Tsons** 


Competenc ies 


Superior and 
Nonsuperior 
Performers 
(All Survey 
Respondents) 


Superior and 
Nonsuperior Men 


Superior and 
Nonsuperior Women 


Men and 
Women 


Superior 
Men 

Superior 
Women 


Monitoring Results 


S 




S 






Delegating Authority 


N 


N 




F 




Taking Initiative 


S 


S 








Conceptual izlng 




S 




M 


M 


Understanding 




N 








Planning and 
Organizing 








F 


F 


Developing 
Subordinates 








F 


F 


Team Bu i ldlng 








M 





* S Indicates superior RCCs perform this competency more often, and N indicates nonsuperior RCCs perform 

the competency more. 

* F Indicates women RCCs perform this competency more often, and M Indicates men RCCs perform the 

competency more. 
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15 14 13 1? n ID 



9 6-7 6 5 4 3 2 \ 
. RANK OF RELATIVE DIFFICULTY 



Figure 1. Rank of Relative Importance Versus Rank of Relative Difficulty 
Tor Men RCCs. 
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9 8 7 6 5 4 3 2 
RANK OF RELATIVE DIFFICULTY 



ERLC 



Figure 2. Rank of Relative Importance Versus Rank of Relative Difficulty 
for Women RCCs. 
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Figure 3. Rank of Relative Importance Versus Rank of Relative Difficulty 
For "A" School Instructors. 
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TABLE 6, COMPETENCIES PRIORITIZED FOR TRAINING EMPHASIS BY TYPE OF LEADER 







■ Type of Leader 






Men RCCs 


Women RCCs 


"A" School Instructors 


High 


Conceptualizing . 
Monitoring results 
Helping 


Planning and organizing 
Helping 

Optimizing use of 
resources 


Helping 

Conceptualizing 
Compelling 
Understanding 
Taking initiative 


Moderate 


Delegating authority 

Tak i ng .initiative 

Influencing 
Compelling 

Developing subordinates 
Planning and organizing 
Optimizing use of 

resources 
Projecting realistic 

expectations 

t'y 


Monitoring results 

Influencing 

Compelling 

Developing subordinates 
Maintaining control of 

assigned units 
Conceptualizing 
Resolving conflicts 
Counseling 

Delegating authority . 
Taking initiative 
Projecting realistic 
expectations 


Influencing 

Developing- subordinates 

Maintaining control of 

assigned units ' 
Advising and counseling 
Resolving conflicts 
Projecting realistic 
expectations 


Reduced 


Understanding 
Team building 
Maintaining control of 

assigned units 
Resolving conflicts 
Counseling 


Team building 
Understanding 

i 

i 
\ 


Planning and organizing 
Monitorino results 
Projecting positive 

expectations 
Optimizing use of 

resources 
Team building 
Delegating authority 
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SUPPLEMENTAL INFORMATION FOR CONSIDERATION IN COURSE DESIGN 

The results of the supplemental traininq information analysis describe 
(1) various attitudes associated with (a) superior, average and below 
average performance, (b) completion of an LPO/LCPO LMET course, and (c) 
gender, (2) the manner in which RCCs and instructors judge their own 
success, (3) the kind of problems RCCs and "A" School instructors most often 
experience in counseling recruits, and students, and (4) an analysis of RCC 
and "A" School instructor communication patterns. 

LEADERSHIP ATTITUDES AND BEHAVIORS. Recruit company commander and "A" 
School instructor attitudes concerning various aspects of their leadership 
responsibilities, tasks, and behaviors were measured to determine possible 
. attitudes/behaviors substantive enough to be addressed in leadership course 
development. The relationship of performance, previous LPO/LCPO LMET course 
completion and gender to these attitudes was examined. Responses to each 
attitude/behavior statement, by groups, are presented in appendix 0. 

Recruit company commanders differed as a group in res .onse to 
attitudinal/behavioral survey statements much more than "A" School 
instructors. "A" School instructors did not differ significantly in their 
agreement /disagreement with these statements other than that which might be 
attributed to chance. Among RCCs, however, there were numerous statements 
with which groups of RCCs differed significantly based on performance level 
previous LPO/LCPO LMET course completion and gender. 

Performance Differences . Among RCCs, superior performers express greater 
satisfaction in their work and believe more strongly in the relationship 
between their own self-confidence and the success of their recruits. They 
are more satisfied with themselves as role models for recruits and see them- 
selves as experts from whom advice is sought. Superior RCCs report adjust- 
ing better to the competitive atmosphere of recruit training and strive for 
flag awards more strongly than average and below average performers. 

Superior RCCs express more confidence as speakers to large groups. 
Superior and average RCCs place a higher emphasis m command presence then 
their poorer performing peers and indicated a higher concern about their 
command presence from the start of their tour. Superior RCCs report a 
stronger sense of their own ability to get the job done. They believe more 
strongly that they have the necessary authority to do the job, that they can 
influence recruits, find ways to reward recruit performance and that 
regardless of the quality of recruits, they can train them. 

Superior RCCs also report a greater problem with fatigue and the intru- 
sion of family problems into their work routine. They report a greater 
likelihood of getting into difficult situations because of decisions they 
make and a greater tendency to do recruits' work for them rather than 
letting it go undone. 

Previous LPO/LCPO LM£T Course Completion Differences. LPO/LCPO LMET 
graduates report they are more satisfied with and have mace a better 
adjustment to the leadership style they have adopted to optimize success in 
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the competitive environment of RTC than nonqradiidtcs. This is also 
reflected in the stronger endorsement they give to striving for flag awards. 
Graduates express higher confidence in themselves as models for their 
recruits. Appreciation for and concern about command presence is higher for 
graduates than nonqraduatos as is comfort, in talkinq to large groups of 
recruits. LPO/LCPO LMET graduates express higher confidence than 
nongraduates in their ability to influence others. They have higher 
confidence in shipmates taking their advice and the ease with'which recruits 
approach them with problems. They communicate more frequently to each new 
recruit that he/she is important to the Navy. Graduates also report a 
higher incident of the intrusion of family problems into the work 
environment than do nongraduates. 



Gender Differences. Women RCCs expressed greater confidence in their 
graduates' ability to take responsibility for their actions. They also 
indicated a stronger willingness than men RCCs to "stick their necks out" 
for their recruits. Women RCCs reported that avoiding physical "handling" 
of recruits was more difficult, but neither men nor women RCCs reported 
physical "handling" as a common practice. 

Women RCCs endorsed more strongly than men RCCs the idea that greater 
consideration be given to women recruits because of emotional factors. 
Women RCCs also saw off duty social interaction between staff members and 
recru.ts as less of a problem than men RCCs although neither group endorsed 
the practice. 

Men RCCs reported a better adjustment, than women RCCs to the 
competitive environment of RTC. They also indicated a higher confidence 
that their advice was valued by fellow staff members and by recruits. Men 
RCCs indicated a stronger belief that recruit quality was declining and that 
they were more frequently required to repeat explanations of directives to 
their recruits. 

MEASUREMENT OF SUCCESS. Recruit company commanders chose the five most 
important sources of feedback to them on their own performance from a list 
of sources. They did not rank the sources in order of importance. Table 7 
lists the sources of feedback cited by RCCs in the order of frequency of 
citation. 

The rank orders of sources of feedback used were similar- for men and 
women RCCs. Statistical t-tests reveal three significant differences 
between men and women RCCs (at the ££.01 level) in how the RCCs viewed the 
various sources of feedback. Most women RCCs looked at the general attitude 
of the company for feedback. More men RCCs than women RCCs looked at 
feedback from other RCCs and academic test results. 

"A" School instructors also chose five important sources of feedback on 
their own performance from a list of sources. They did not rank the sources 
in order of importance. Table 8 lists the sources of feedback cited by 
instructors in the order of frequency of citation. 
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TABl E 7. IMPORTANT SOURCES OF FEEDBACK ON THEIR OWN PERFORMANCE 
CITED BY MEN AND WOMEN RCCs 



Source? of Feedback 


Frequency 
PitnH 
(n=27n) 


% Men RCCs 
Citinti 
(n=172) 


% Women RCCs 
Citinq 
(n=106) 


Company Morale 


9/ify 


1.1 7 


91 


benera I all ltuae. ot uompany 


?40 

L. *t \J 


80 


96 


Ui 1 ifivt/ Tnr na/*f inn Doc 1 1 1 F c 

Military inspection Kesuits 


CXI 


75 


77 


Company Appearance 




0 J 


81 


Division Staff Feedback 


129 


51 


39 


Feedback from Other RCCs 


102 


43 


26 


Flag Awards 


82 


29 


30 


Academic Test Results 


v 81 

Y- 


37 


17 


Feedback from Partner 


35 


11 


16 


Verbal Reports from Individual 
Recruits 


30 


10 


12 


Verbal Reports from RCPOs 


18 ,. 


5 


9 


"Stand Tall" Inspections 


5 


2 


2 
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tabu: r, important sources or kkephack on nirm own 

PERFORMANCE CITEO RY 11 A 11 SCHOOL INSTRUCTORS 

Frequency CUtd X Instructor* 



Source of Feedback (n j fl9) CIUn<] 

Academic Performance Tests /l ^0 

General Attitude of Class/Barracks Unit 66 74 

Military Inspection Results 54 61 

Overall Impression of Class 42 47 
(e.g., Uniform/Barracks Appearance) 

Class/Barracks Unit Morale 38 43 

Verbal Reports from Individual Students 36 40 

Feedback from other Instructors/Advisors 31 35 

Division Level Feedback 21 24 

Feedback. from Follow-on Class Instructor/ 20 22 
Advisor (e.g., "C" School Instructors) 1 

1 

Feedback from Counterpart 15 17 

Verbal Reports from Student Leaders 10 11 

Flag Awards 1 1 
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COUNSELING PROBLEMS. Recruit company commanders checked five areas from a 
list of counseling/advising areas which required the most effort. Table 9 
lists the areas cited in order of the frequency with which they were 



Both men and women RCCs cited the same top six areas and ranked them in 
the same order: 

. military attitude 

. lack of self-confidence 

. military performance 



Statistical t-tests for proportions were made to determine any 
significant differences between men and women RCCs in the counseling areas 
reported as requiring more -effort. Proportionately, more men RCCs cited 
counseling recruits for "family problems" and "financial problems" than did 
women RCCs. However, women RCCs more frequently cited problems related to 
"release from the Navy." These differences were significant at the £<L;01 
level. There were no major differences in the other areas. Some of the 
areas were cited by less than 10 percent of the RCCs- Although there are 
apparent differences between men and women RCCs in some of these areas, the 
small frequencies make these differences difficult to interpret. The data 
do not answer the question of whether these variations are due to 
differences in the RCCs or. in the populations they lead, or both. 

"A" School instructors also checked, five areas from a list of 
counseling/advising areas which were the most difficult and also the five 
that were encountered most frequently. Table 10 lists all of the areas 
cited in order of the frequency with which they were reported,, Two areas of 
student counseling problems standout as being both difficult and frequently 
encountered by "A" School instructors: 



reported. 



homesickness 



academic performance 



uniform appearance. 




financial problems 
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TABLE 9. COUNSELING/ADVISING AREAS REQUIRING MOST EFFORT CITED BY 
MEN AND WOMEN RCCs 



Counse 1 ing/Advising 
Area 


Frequency 
Cited 


% Men RCCs 
(n=172) 
Citing 


% Women RCCs 
(n=106) 
Citing 


Military Attitude 


231 


82.6 


84.0 


Lack of Self -Confidence 


212 


72.7 


82.1 


Military Performance 


208 


71.5 


80.2 


Homesickness 


147 


54.1 


50.9 


Academic Performance 


102 


36.0 


37.7 


Uniform Appearance 


91 


32.6 


33.0 


Family Problems 


75 


32.6 . 


17.9 


Sense ^of "Betrayal" by Recruiter 


56 


18.0 


23.6 


Career Planning 


56 . 


19.8 


20.8 


Release fro^m Navy 


40 


9.3 


22.6 


Girl /Boyfriend Troubles 


39 


16.9 


9.4 


Financial 


28 


14.0 


3.8 


Medical 


26 


6.4 x 


15.1 


Racial ' • * 


21 


9.3 


\ 4.7 


Marriage 


18 


8.7 


.2.8 


Legal Problems 


17 


7.6 


3.8 


Druq Problems 


11 


5.8 


0.9 


VD Prevention 


1 


0.6 


0.0 


Rape/Rape Prevention 


0 


0.0 


0.0 


Abortion 


0 


0.0 /' 

/ / 


0.0 
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TABLE 10. "A" SCHOOL COUNSELING/ADVISING AREAS 
BY DIFFICULTY AND FREQUENCY 



Counsel ing/Advi sing ( 
Area 


Number Citing 
n=89) As Most 
Difficult 


%Instructors 
Citi ng 


Number Citing 
(n=89) As Most 
Frequently 
Encountered 


/^Instructors 
Citing 


Legal Problems 


35 


39 


8 


9 


Girl/Boyfriend Troubles 


30 


34 


15 


17 


Financial 


29 


33 


21 


24 


Sense of "Betrayal" 
by Recruiter 


25 


28 


10 


11 


Fami ly Problems 


24 


27 


11 


1 n 

12 


Mi 1 1 tary Attitude 


23 


26 


49 


55 


Marriage 


on 
c[J 

i 


00 
CC 


1 0 
1 0 


1 C 

lb 


Uniform Appearance 


1 Q 


01 

ex. 


A Q 
HO 


OH 


Lack of Self-Confidence 


1 n 

19 


O 1 

21 


26 


on 

29 


Career Planning 


: 16 


18 


30 


34 


Release from Navy* 


16 


18 


9 


10 


Drug Problems 


15 


17 


16 


18 


Rape/Rape Prevention 


14 


16 


2 


2 


Medical 


14 


16 


6 


7 


Abortion w „ 


13 


15 


0 


0 


Academic Performance 


13 


15 


54 


61 


Racial 


12 - 


• 13 


2 


2 


Military Performance 


12 


13 


• 56 


63 


Homesickness 


10 


11 


10 


11 


VD Prevention 


6 


7 


1 


1 
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COMMUNICATION PATTERNS ANALYSIS. Factor analysis revealed five groups 
within which frequency of communication is similar for RCCs and, likewise, 
five groups for n A ,! School instructors. Both sets of groups are listed in 
appendix P along with their correlations with performance level, gender 
(RCCs only) and prior completion of the LPO/LCPO LMET course. All 
correlations were small and statistically insignificant suggesting little 
connection between RCC/instructor communication patterns and performance 
level, gender, or previous LMET course completion. 

SUMMARY AND DISCUSSION 

The survey developed in this study identified and reliably measured 
competency performance. Sixteen RCC competenc ies were identified. 
Seventeen "A H School instructor competencies , cons is ting of the 16 RCC 
competencies and one additional competency, were also identified. Three of 
the 16 RCC competencies we:-e found to differentiate superior from 
nonsuperior RCCs. One of the 17 "A" School instructor competencies was 
discovered to differentiate superior "A" School instructors from nonsuperior 
instructors. Of the three RCC competencies that differentiate superior and 
nonsuperior performers, one was found to be performed less frequently by 
superior RCCs. This was unexpected and represents a difficulty with using 
the current LMET course model requiring instruction only in competencies 
performed more frequently by superior performers. A revision to the LMET 
model was developed that added competency difficulty, importance and 
frequency for sorting the competencies for training selection. 

Five competencies were found to differentiate men from women RCCs; 
therefore, training requirements were developed separately for men RCCs, 
women RCCs, and "A" School instructors. Training in 9 of 17 competencies is 
more critical for these three groups. 

One competency emerges as consistently high in the training needs of 
all three groups: 



That helping would emerge as a high training need may refer to-, the 
enormous and total responsibility most RCCs and instructors have";-for 
relatively young sailors, transitioning, in most cases, frdto dependent 
adolescence to the less dependent adult worker in a highly regimented 
atmosphere. The potential for a wide range of personal dilemmas is great 
and the requirement for RCC/instructor response is equally high. 

For all predominantly male groups, one other competency is consistently 



This competency is related to superior performance in men in the RTC 
environment and it ranks high as a training requirement for "A" School 
instructors. 



helping. 




high. 



conceptualizing. 
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Other competencies that are strong candidates for training emphasis 

are: 



Monitoring results differentiated superior from nonsuperior women RCCs. 
Taking initiative differentiated superior from nonsuperior men RCCs. 
Influencing was consistently ranked highest in importance, but its 
difficulty of performance was low. 

Compelling, as an important competency for training, probably reflects 
the fact that the design of NAVEDTRACOM schools, particularly recruit 
training, is highly regimented and authoritarian, perhaps more so than many 
operational fleet units. Strong discipline is an important aspect of the 
NAVEDTRACOM environment and petty off icfer/ins true tor leadership training 
needs reflect this. 

One competency emerges as a separate training requirement for "A" 
School instructors. 



This training requirement may reflect the fact that the opportunity for 
instructor/student interaction on a one-to-one basis is greater in the 
technical training environment. Lower student/instructor ratios, less 
hectic daily schedules, and self-paced courses may bring the "A" School 
instructor into situations where using understanding ski 1 Is are required 
more often than by the RTC recruit company commander who is typically more 
involved in frequent group evolutions with more students to manage. This is 
consistent with the data that suggest superior men RCCs perform the 
understanding competency less frequently than nonsuperior performers. 
Training in this competency should stak^e into consideration that its use is a 
complex one for the NAVEDTRACOM environment. 

Two competencies emerge as unique training requirements for women RCCs: 



s Planning and organizing differentiated female from male leadership 
behavior as well as superior from average "A" School instructors. 
Optimizing use of resources did not differentiate women from men but remains 
a stronger training requirement for women than men because of the importance 
and relative difficulty of performance. 

With one exception (delegating authority) the nine competencies 
discussed above include all competencies that differentiated superior from 
nonsuperior performers in each of the three groups of RCCs/instructors 
studied. Delegating authority is negatively related to superior performance 
in men RCCs. 



monitoring results 
taking initiative 
influencing 
compel ling. 



understanding. 



planning and organizing 
optimizing use of resources. 
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Emphasis in the competencies discussed above is underscored by the 
officers and petty officers responsible for and involved in recruit and 
initial technical training. These competencies capture the strong 
organizational emphasis in full-time, involved, accountability-oriented 
leadersh ip which wi 1 1 be expected from future NAVEDTRACOM petty 
off icers /instructors. 

Additional analyses concerned data about (1) leadership related 
attitudes, (2) internal measures of job success, (3) typical counseling 
problems, and (4) internal staff communication patterns. 

Li 

Significant differences in the attitudes of RCCs by level of 
performance, gender and LPO/LCPO course completion were noted. One area 
where these differences may be noteworthy for LMET course development 
concerns role modeling and command presence. Superior RCCs and LPO/LCPO 
LMET course graduates expressed higher self-confidence in their role 
modeling capability and higher concern about command presence. 

Both RCCs and "A H School instructors generally measure their success as 
leaders by judging the morale, attitude and appearance of the sailor. 
Mi 1 itary inspection results receive close attention, but only in the "A" 
School environment do academic grades also receive high emphasis. In both 
groups, formal awards or recognition resulting from intergroup competition 
is clearly of secondary interest. 

Two general areas of counseling were identified as common to both RCCs 
and "A" School instructors: 

military performance counseling (e.g., military attitude, military 
behavior, uniform appearance, performance of military duties) 

personal adjustment (e.g., lack of self-confidence, homesickness, 
sense of "betrayal" by recruiter, family problems, boy/girl friend 
problems). 

"A" School instructors could also benefit from training in counseling 
students in legal and financial matters. 

Analysis of staff communication patterns revealed little in the way of 
differences in communication patterns between super ior/nonsuperi or, 
men/women or LPO/LCPO LMET graduate/nongraduate. 

The discovery of high numbers of IET unit leaders exceeding weight 
standards at the time of survey (1981) and the corresponding importance 
superior IET personnel attached to proper role modeling suggests the need to 
review policies concerning selection and qualification of IET leaders. 
Other services require meeting physical fitness and weight standards prior 
to qualification for IET leadership and receipt of associated financial 
bonuses. 
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SECTION IV 

CONCLUSIONS AND RECOMMENDATIONS 

This section presents the conclusions of the study with specific 
recommendations for RCC and "A" School instructor LMET course development. 
In addition, conclusions and recommendations concerning future LMET course 
development and evaluation methods and the leadership and management 
practices within the recruit and "A" School training environment are 
provided. 

CONCLUSIONS 

The major conclusions concerning the selection of competencies for RCC 
and "A" School instructor LMET course development are provided below. 

1. The leadership duties and functions of RCCs can be adequately 
described with 16 leadership competencies while the leadership 
responsibility of "A M School instructors can be described in 17 
competencies. (The 17 "A" School competencies are the 16 RCC competencies 
plus one additional competency.) (See table 2.) 

2. An LMET course providing instruction in the 17 identified 
competencies but emphasizing (i.e., providing more skill practice and 
practical application instruction in) the following nine competencies, would 
meet the more critical leadership training requirements of RCCs and "A" 
School instructors: 

^3 . helping ' 

conceptualizing 
. . monitoring results 
taking initiative' 
influencing 
compelling 
'understanding 
planning and organizing 
optimizing use of resources. 

3. The critical training requirements of RCCs and "A" School 
instructors are simi lar enough to warrant consideration of the development 
of a single LMET course model for both groups of instructors. 

4 % Among RCCs, men and women differ in: 

a. the frequency with which they perform five of the 
competencies identified. These are: 

delegating authority (women do it more) 

conceptualizing (men do it more) 

planning and organizing (women do it more) 

a 
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developing subordinates (women do it more) 
team building (men do it more). 

b. the scope of their leadership background. As a group men 
RCCs have had more extensive leadership experience. They have supervised 
larger groups of subordinates, been in the Navy longer and attained a higher 
rate. Men RCHs represented a cross section of rating fields while women 
RCCs tended to be from administrative ratings. Virtually all men RCCs 
reported previous tours at sea while most- women RCCs reported no sea duty 
experience. 

c. some attitudes concerning their leadership roles as RCCs. 
For example, men RCCs revealed higher confidence in their ability to compete 
professional ly in the competitive RTC environment, but women RCCs were 
generally more positive about the quality of recruits they were training and 
sending to the fleet. 

5.. Increased frequency of performance of the identified leadership 
competencies is normally associated with superior overall leadership perfor- 
mance for both RCCs and "A". School instructors. Higher frequency of perfor- 
mance of * two competencies—delegating authority and understand ing--can, 
however, be associated with average or below average overall leadership 
performance among men RCCs. 

In addition to direct inputs to the RCC and "A" School instructor LMET 
course development, the data suggest certain conclusions about LMET course 
development and evaluation methods. 

1. The uti 1 ization of systematic instructional development 
procedures can provide an overall framework for the identification of compe- 
tency-based leadership instructional requirements. 

2. Competencies can be treated simi larly to job tasks for 
purposes of instructional requirements analysis. 

3. Leadership and management competencies can be identified and 
measjired reliably using surveys/questionnaires. Surveys/questionnaires can 
be /used to measure competency frequency of .performance, perceived importance 
to [ success on the job, ' and . initial performance difficulty; 
surfyeys/questionnaires can, also, be used to identify competencies that 
differentiate between superior and nonsuperior performers. 

4. Combined current peer and staff performance ratings are 
useful measures of overall leadership performance; service record 
performance data are unreliable as a sole measurement device because of (1) 
possible rating distortion and (2) lack of current data because of staggered 
annual reporting requirements. 

5. - Bui lding an LMET course on only those competencies which 
distinguish superior and nonsuperior performers may not address all of the 
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training requirements; competency importance and initial performance 
difficulty are two useful factors in determining the competencies required 
for training. 

6. The intraorganizational communication patterns of RCCs , and 
"A" School instructors do not appear to be important variables in developing 
leadership training requirements. 

Ihe data analysis also led to three important conclusions related to 
LMET course implementation policies within NAVEDTRACOM which may have a 
bearing on the overall effectiveness of RCCs and "A 11 School instructors. 

1. Some RCCs and "A" School instructors exceed Navy 
weight/percent body fat limits. 

2. E-5 RCCs of both sexes may benefit more from LMET-type 
instruction than more senior petty officers. 

3. The leadership and management training requirements 
identified for RCCs and "A" School instructors may comprise similar 
leadership and management training requirements for ITB CCs as well. 

RECOMMENDATIONS 

The recommendations which follow are intended to assist in design of 
effective leadership training for RCCs, "A" School instructors and ITB CCs, 
and to add to the instructional technology available to NAVEDTRACOM 
concerning leadership course development. Recommendations are also included 
that are designed to improve the leadership impact of RCCs and "A" School 
instructors/ITB CCs through improvements to current training management 
practices. It is recommended that: 

1. RCC and "A" School instructor LMET instruction reflect training in 
the 17 competencies identified in the srtudy with emphasis on: 

helping 

conceptualizing 
monitoring results 
taking initiative 
influencing 
compelling 
undertaking 

planning and organizing 
optimizing use of resources 

2. One LMET course model should be considered with versions for both 
RCCs and "A" School instructors/ITB CCs using environment specific materials 
and terminology (i.e., RCCs use materials relevant to recruit training and 
"A" School personnel use materials relevant to "A" School training). 
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3. Future evaluation of RCC and "A" School instructor LMET 
instruction should emphasize the following: 

a. determine the adequacy of instruction (i.e., effectiveness of 
skill practice and practical application) in the competencies identified as 
critical leadership training requirements. 

b. ensure that differences in the performance of leadership 
competencies by men and women RCCs are identified in classes with women 
students and that relevant training materials reflect these differences when 
advisable. 

' c. ensure that those instances where decreased frequency of 
performance may be associated with superior performance are identified and 
possible problems associated with optimizing the use of these competencies 
be included in training. 

4. The next regular revision of the NAVEDTRACOM 110 series should 
include a methodology for leadership (and similar nontechnical skills) 
training requirements identification based, in part, on the procedures 
uti lized in this study. 

5. Future leadership and management courses developed for Navy 
personnel should include not only competencies that differentiate superior 
from nonsuperior performers but also critical threshold competencies (i.e., 
competencies that are important to the job but are relatively difficult to 
perform initially for many job encumbents). 

6. Policies in two areas related to the effective utilization of RCC, 
"A" School instructor, and.ITB CC LMET graduates should be examined. 

a. Physical fitness and weight/body fat requirements for 
selection and continued qualification/utilization of IET leaders should be 
reviewed. 

b. The utility of screening prospective LMET students should be 
considered in order to determine those whose previous experience warrants 
being given the option of skipping the LMET portion of their training 
pipeline. This would permit LMET instructors to focus on those students 
(i.e., E-5s with limited leadership experience) who may need/benefit the 
most from the course. 
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APPENDIX A 

LEADERSHIP COMPETENCIES DISCUSSED WITH 
RECRUIT COMPANY COMMANDERS AND "A" SCHOOL INSTRUCTORS 



Setting Goals and Performance Standards 

Taking Initiative 

Exercising Self-Control 

Influencing Others 

Developing Subordinates 

Building Teams 

Planning and Organizing 

Optimizing Use of Human Resources 

Delegating Authority 

Monitoring Results 

Rewarding Others 

Disciplining Others 

Advising Others 

Counseling Others 

Demonstrating Positive Expectations About Other's 

Work Performance 
Demonstrating Realistic Expectations About Other's 

Work Performance 
Demonstrating Understanding of Others 
Conceptualizing What Needs to Be Done - 
Directing Others 
Listening to Others 

Helping Others . fcj 

Negotiating/Mediating Interpersonal Disputes to a Mutually 

Acceptable Solution 
Making Decisions That Stop Interpersonal Conflicts and/or 

Letting Conflicts Resolve Themselves 
Expressing Emotions Readily 
Absolutely Demanding Obedience/Conformity 
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APPENDIX B 

RECRUIT COMPANY COMMANDER AND "A" SCHOOL INSTRUCTOR 
LEADERSHIP COURSE DEVELOPMENT SURVEY 
(RECRUIT COMPANY COMMANDER FORMAT) 
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MARCH 1981 



RECRUIT COMPANY COMMANDER 
AND "A" SCHOOL INSTRUCTOR 
LEADERSHIP COURSE DEVEL- 
OPMENT SURVEY 




k wmpreftw swvey for NIC OM ta/f Company Com/ioera, T Sc/iooj 
/ns/rucfors anrf Wpjier scAsAhi /eaders. ffijario leaiersWp concerns, values eno 1 lotos 




JTC, RTC, 

and 

SERVSCOLCOM, ORUNDO 



TRAINING ANALYSIS AND EVALUATION GROUP 
ORLANDO, FLORIDA 32813 



RECRUIT COMPANY COMMANDER AND "A" SCHOOL INSTRUCTOR 
LEADERSHIP COURSE DEVELOPMENT SURVEY 



(RECRUIT COMPANY COMMANDER FORMAT) 



The Training Analysis and Evaluation Group (TAEG) has been tasked by the Chief of Naval Education and Training 
to develop training objectives for recommendation in future Naval Education and Training Coiand petty officer 
leadership course development. This survey is an important part of that study. 

This survey is to be filled out by all company commanders at Recruit Training Command, Orlando. Individual 
responses will not be disclosed to anyone outside the TAEG. All data will be suwrized in appropriate tables or 
charts, 

i This survey form is intended for all current or past RTC recruit company commanders (including apprenticeship 
training instructors] currently serving at RTC Orlando. 



PUBLIC LAW 93-57.3, CALLED THE PRIVACY ACT OF 1974, REQUIRES THAT YOU BE ' 
INFORMED OF THE PURPOSE AND USES TO BE MADE OF INFORMATION COLLECTED, THE 
DEPARTMENT OF THE NAVY MAY COLLECT THE INFORMATION REQUIRED IN THIS QUESTION- 
NAIRE UNDER THE AUTHORITY OF 57 USC 301, AS REFLECTED IN OPNAV NOTICE 5450 OF 
17 APRIL 1975. THE INFORMATION COLLECTED KILL BE USED ONLY FOR T HE PURPOSE 
OF DEVELOPING A LEADERSHIP COURSE . FAILURE TO COMPLETE THIS OUESTIQNNAiRF 
n"AY bEIRACT FROM THE NAVY'S ABILITY TO MEET ITS TRAINING NEEDS. 



WRITE YOUR NAME NEXT TO THE CODE NUMBER 



Your name will be seen only briefly by TAEG (personnel during the narking of data. It will be used to match 
data collected from other sources, It will then be discarded and no record of names will exist, 



\ 

\ 

A 



INSTRUCTIONS 

This for™ Is divided Into five sections, Complete the form Independently of other personnel, Brief instructions for each 
section are given below. 

&Lh^ TMs section asks for Information concerning your educational, work and' personal background. 
m information requested Is considered to have some tearing on determining necessary leadership training objectives, 

fottoUk LEADERSHIP JOB TASK ANALYSIS, This section deals with leadership functions that copy wanders n y prion, 
Please read the questions across the top and answer each question for each function, km the questions from the point of 1 
viewof what you personally do or think as a conpy cownder, 

Won III. CONTACTS AND COMMUNICATIONS. This section asks you about your contacts and caseations with other «nd personnel 
When asked for average frequency of contact, please choose the answer that Is mist accurate, 

SecM PROF ESSIONAL ATTITUDES AND BELIEFS, This section deals with attitudes or beliefs possibly related to leadership behavior, 
Please read the statements and indicate your agreement/disagreement. 

S, 'fp m \ 5 ^°o Bks you to check the names of other currently assigned company cpanders that have 
been most influential In your own leadership- development. 

After you have completed the form, please deliver It to the proctor, All survey data will be held In the exclusive custody of: 

Director 

' Training Analysis and Evaluation Group 
Attn: Leadership Study Group 
Naval Training Center 
Orlando, FL 32813 
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SECTION I 
BACKGROUND INF0KMA1I0N 



IDENTIFYING CODE NO, 

ha , !m J'm"^" \ oU ^ M th ! rj wU ? n wil ! mht in dctcnnjnj »'J »e to which personal hach|rouni|/charictcrfstli^ should 
be considered in shdplncj leadership Instruction, (rill in or circle correct answer). 



d. Nate/rating 

b. Sex 

c. Age 

d. Tin*! in service (years completed) 

e. Time at this coipand (months completed) 

f. Years assigned a sea duty billet (years completed ) 

fj. Months of service in a combat zone (months completed) 

h. Highest number of individuals directly supervised prior to this assignment 

i. Number of companies you have led 

j. Did you volunteer for this assignment? 

k. Highest educational level attained (check one) 

(1) did not graduate from high school 

(2) high school diploma or Q. E. 0. 

(3) some college or technical school (Navy or Civilian) 

(4) associate degree 

(5) bachelor degree 

(6) graduate school, no degree 
(/) graduate school, degree 

1. Are you enrolled in a part-tine educational program? 
m. Have you had an LMi course? 
n. Have you had an LMET course? 
o. Family /community cormtants; 



YES NO 



YES NO 
YES NO 
YES NO 



(1) Family status 

(Circle correct one) 



Married, living with family 

Married, not living with family 

Single, not living with any dependents 

Single, living with children or other dependents 



H 

fO 
0 

n 



73 

■o 

0 



01 
4* 
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63 



{I) .IW»r of children 

(]) Coinmnlty activities 
(LIU) 



p, If married, does your spouse work outside the hone or 
•spend considerable tine in educational or volunteer programs? 

q. Co you find it necessary to have your own second incone? 

r. How wild you describe your physical fitness? (Circle best choice) 

Excellent Good Satisfactory Fair Poor 

s. Height? (inches) 

t. Weight? 



to stitiwnls h'.lH in Uii\ \\\\m 

IN lll"ihjlli'«l III i|l!li|T ri'i;i|lri'i| 

mfiipwtiuii ahiul .hIimI niHIie-Juli 
PfrfiifTjnu'. I hey ,nv ii nt ij^iiji^i 
■i., nur should In 1 uinstrued as, 
'iditt'^nh ill or ,itnjiit (iNii'jml nnliu.v 
All ("illviJihihin wr. will In- um'O 
strU.lv to fiiu|i iIjU lndi tnt<t I v 
for ihjrt'i mil Miles, lo the extent 
ytwr 'Hl'-hi'r'i rplliHl your ( |(tu,il 
thirL m«j mil Miavior, rfffitlwirss 
f) f f ii f "in" C'l Irjiniii'i i,m lie enbiii'il, 



1. X iW|U!iy t]()jh ffir ll'LHllt 
LDH'fl'tlMllll 

!, iIi.iy t^fiiw kiu'il 1)11 iw 

lilfi)M'4l!l]ll jliOlit IlldlVllluJl ri'ifullS 

.md Mir Mobilities 

1. VI sfvcifk Irjinijn) 'jOtih, 
lor individual recruits 

'1. Keep company into"! about unit 



Lipljui N,ivy .mil Mi standards 
t.i rmmits 

h. l«plfflent ny own IiIims about 
tninifii) recruits while mectimj 
r^uiM ((mind stjndanls 

I \\H to \pniors in order to ipt 
clarification about cowiJ 

1 [nforu 1 reflation) 

'I Hj i nta i n accounts lity; ensure 
that all necessary tasks are 
perfcmd 

10. hwd recruits 

11. Discipline recruits 

I?. foccfitt early cues le.q. low 
inaction scow, conpany strife) 
that "7 con* ro I of \k conpjny is 
slipping 



!l'i' .iKi'r.v|t', .iimijt i,i m [ 
'lii ynij I'l'i'liinn tin, \ w\ 

'IjI'Hlij f Mi* !i 'in ii| i^Iii 
"f il (y|)|(.ll li'fiililf, 



^ll'l'lf III Hi'yi'f 

(?) OiMSiwally 
1.1) ljirl,IJfN 



Yi'l'y (iflcn 



Hi !?i (i» (>ii in 

('! I. 1 ! Ill H) IS] 

II! I?l 01 HI 15] 

!l! (?) 13! (II hi 

[!)'(?) (il HI h) 

(i) u) hi 

!U (?) (3) [4| hi 

(I) (?) (3) (41 h| 

(1) 121 {]) U) (51 

H! I?) (31 H) hi 



1 'ml Hii 1 tini' trpni',!' Hut IfJ 
iKnil'i". Iii»w Imi 



^ Is til Hn 1 -.uui'v, ill ,| inr|Miiy the dsl during Il 



lor tin 1 1 a* ks Kittiwlmh y(u arc fiiriiltt dial ll.e imp ipspiinse 
Hut lies! ilcuribi'i t h<> i|iwml rise with Mhirh you addressed 



Ivtrin'iiUl 

!•' I i'f 'hi [:.n f i l ular iinwiiw'nu' 

0) Of Mine H^tiltllKt 1 

HI HjI'nt ic'iKiilmt 

('() Wr ry hivuiljfit 



I.'! Hi Hi h) 

(I) (?) (3) HI hi 

(i) in [)) w hi 

(II (?) 13) [4| hi 

(I) (71 13) (4) hi 

(I) I?) (31 HI hi 

ID !?) (3) |4) h) 

II! (?) (3! (4) h) 

ID 12) (J) HI h) 

di (?) (3) HI (5) 

II] (2) [J) H) h) 



iu'vir wintered the 
llicult 



(I I litnwdl 
I? 



(?) 



(?) 



wderablp 
lUmo di 
4) yi 



4) h 

<) h 

D h 

i) h 

J) h 

.<) (5 

'1) (5 

<l ft 

4| h 



st fen monies you led, If yi)u hayr 
asl leave hljnl. 



Ii ease 
HI til njriSHlerable ej!e 



H 

ID 

n 

3" 

3 
j. 

0 
(V 



JO 

(1) 

TJ 
0 
1 
ft 

H 
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SECTION II [continued) 



i 

\ 



01 
03 



11 
procedures 

t 

3), Take a chance for the good of 
my recryits 

H. up" situations and do things 
to koop from up 11 



On the average, about taw if ten 
do you perform (Ms task 
during the training cycle 
of 3 typical company, 

(1) Rarely or Never 
(?) Occasionally 
■ (3) fairly Often 
|<) Often 
(5) Very often 



11. lighten company discipline An I sec 
tliat ^ control is slipping 

H. Push limits of authority in order 
to deal strongly with undesirable 
recruit behavior 

15, Iry new training techniques 

IB, We decisions on my own when manage- 
ment guidelines are not clear tome 

\l 'tmf the regulations a little for 
■the good of the company 

18. We alternative plans in case last 
minute changes occur 

19. Request transfer of militarily 
Nblesone recruits toother 
companies or special cwples 

20. Hold "rap" sessions as a wans of 
identifying and solving company 
problems 

21. Call to division staff's attention 
any problem areas with which I'm 
having a lot of trouble 



(II (2) (!) (4! (5) 

ID (2) (3) (4) (5) 

(I) ID (3) (4) (5) 

Pi (2) 13) (!) (5) 



(1) 12) (3) (1) (5) 
(1) W (3) (4) (5) 
ID (2) 0) (4) (51 



(I) (2) [if ('<] (5] 



Check the one response tint best 
describes now important doing tliis 
task Is to V: success of 
a company cwander, 

(I) Detrimental 

(2) Of no particular consequence 
(3) Of some importance 



C, for the tasks Kith which you are familiar check the one response 
that oesl carta the general ease with which you addressed 
the task during the first few companies you led, If you haw 
new encountered the task leave blank. 

(I) Extrene difficulty 



Very important 



ID (!) (3) («) (5) 



(I) (!) (3) (d) iS) 



(I) (2) (3) (4! (!) 



(1) (!) (3) («) (!) 



12) 



(I) (21 (3) (4) (5) 



(2) 



(2) 



taideraole difficulty 
Sow difficulty 
with ease 

(!) With considerable ease 



3) (4 

3) H 

3) (4 

(3) (4 

(3) (1 

3) (4 



H 

(D 
0 
J 
3 
j. 

fl 



» 
ID 
tJ 
0 
1 
ft 

H 
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SECTION || (coiitiMij 
LEADERSHIP JOS TASK ANALYSIS 



10 



& Investiiate ill sides of j problem 
befcrv I decide to discipline j recruit 

26. k'ln anil jnsind dur inrg off duty 
W, 

11 HinteiM 'nc effect of q personal 
proliln or Jay's nork 

?8. take tin off [j tile cim of 
personal or fan), concerrs 

.*). if t jd ewrpls for my recruits 
"i military jypedrjnte 

JO. Hjtivjte sy recruit', to Jonhat I 
wot niUiout exceeding Itit lirits 
of ny authority 

II. teach Xivy tern 

S. U\i to l.nf qrcup', of reci/its 

J], fall to recruits ovuihoc 

14, Oevise rnurd', and disriphmrv 
procedures »huh are mi th in the 
liiits of is; luthority 

35. tncoi/wf recruits In tell * their 
problem u | can nrlj f« 

16. 'roiect "y voice io ordc lo he heard 

I/, Me m effort to H'lnrjin i .jcod 
attitude ihcul rrcrjits 

It. Snow {ht; 'ecrvits I un iij M d t 1 
It'll thf.'. to ilc 



On th; average, about lw ofter 
Jo ycu perform this list 
during the training cycle 
of a typical conpay. 

(II Barely or Never 
12] Occasionally 
131 Fjirly Often 

14] Often 
[5! Very often 

[I! in ill |4| isi 

H! [J! 131 (O) 

HI ?! ID HI (i! 

II! i'; U! |i| (5! 

[I) \l) ill ill [5! 

!l! i?l [II [<| (5! 

II! !/l ill |JJ 15] 

HI CI 13) !4] ii] 

(I! C! (J) [4] 15! 

Ill i?] ill |<l |5! 

ill ;.'] [J! ;ii ;s! 

-I ■ il! HI 15! 
ii: ,." !)i [4! ;5! 

ill li'l 111 !4| ,y 



tax the one response that host C. for the tasks with »hkh you are familiar check the one response 
escribes ho« important doing tins that best describes the general ease nith which you addressed 
task is to thejucttis of the task during the first few coipanles you led. If you have 

a roquny minder, mtt mmm t lh[ tlsl )Mve b i anka 



Detrimental 

I?) Of no particular consequence 
(3| Of iore importance 
(4] Rather important 
(5) iery ittportant 



Extrere difficulty 



HI (?) (J| (4) (S) 

HI l?l (3! (4) |5) 

III (21 (3) (41 (5) 

ill u'l (3) |4I (5| 

(II (I'M)) (4] (Si 

HI U\ (31 (4) (S) 

i'i (?l 13! (41 IS) 

id in (3) (4) (si 

ID (?) (31 (4) (5) 

>') I- 1 ! HI (4) (S) 

1 1) C) 13! (4) ;s] 

lH (?) 13! (4) (5) 

I'! (?) 13) (4) (5) 

0! !ZI (31 (4) (5) 



(21 



Considerable difficulty 
3) Sore difficulty 
(4| With case 
. (5) yith considerable ease 



31 (41 (5) 

3) WW 

3] (4) (5) 

3) (41 (5) 

3) HI (51 

31 [4| |5) 

3] (41 (51 

31 (4| (5) 

31 (4) (5) 

31 (4) (51 

31 (4! (5) 

3) (41 |5) 

3) («) (51 

31 («l (5| 



H 

(D 

o 

7 
3 

j. 

0 

PJ 
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(continued) 
LEADERSHIP JOB TASK ANALYSIS 



Cn the averjge, about how often 
do you perform this tail; 
during the training cycle 
of i typical company. 

ID Rarely or Never 
(2) Occasionally 
(3) Fairly Often 
HI Often 
[!] Very often 



35. 5ive recruits individual (1) (2) (jj «) ( 5 ) 

instruction 

40. Double check to ensure that a (I) (2] ()] (4] (5) 

recruit thoroughly understands 
assigned duties 

II, Give top recruits additional leadership (1) (2) (3) (J) (5) 
responsibilities as training progresses 

ft Follow up on assigned duties to ' (l| [l] (3) (4) (5J. 
0 see that the job Is done 
satisfactorily 

43. Use Ideas from recruit critique (1) [l] (3) (4) (5) 
sheets 

44. ' Tell recrutts when they are doing (I) (2) (3) (4) (5) 
\ a good job 

45. Back up a recruit who gets in (1] (?) [)) [\] (5) 
trouble 

45, -iijlyze my company's ability to (I) (2) (3) (4) (5) 
lake a good team 

47. Check strengths and weaknesses of (1) (2) [3) (4) (5) 
Individuals to see hw to best fit 

them Into the "group" effort 

48. Encourage recruits to take part In (I) (2) (J) (4) |5] 
sports activities 

, 49. Encourage recruits to compete with (I) (2) ()) (4] (5) 
recruits In other companies 

1 

( 50, Encourage recruits within the !D (2] |J] [1] [51 

company to compete wl th each other 



kck We one response tint best 
lescrtbes how important dolmj this 
ask is to the success of 
crjrnpdny craaiiTer, 

) Detrtatal 
(2) Of no particular consequence 
(3) Of some Importance 
(4) Rather important 
IS) Very important 



12)' 111 (4) 15) 



(21 (3! (4) 15) 



ID (31 (4) 15) 
(Ml W (5) 



or the tasks with ul 
hat best describes 
the task during the 
never encountered the 



xtreire difficu' 
2) Considerab' 
)) Si 



3) (4 

3) (4 

3) (4 

3) (4 



3) (4 
3) (4 
3) (4 



3) (4 



Ich you are familiar check the one response 
he general ease with which you addressed 
Irst few companies yau led, If you have 
ask leave blank. 



difficulty 
flculty 
h case 

With considerable ease 



H 
ID 
0 
T 
3 
-i, 

0 



JO 
ID 
•Q 
0 
1 
It 

H 

01 
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VECriUN If (continued) 

leadthship job \h mm 



0\ 

H 



^ about how often 

you perform this M 
during the training cycle 
°f i typical coupy, 

l'l s Jre1y or tocr 
(J) Occasionally 
D) Fjirty Often 
HI Often 
(5) Very often 



51. feuntje recruits tuwk together 
and Hp their buddies who are less 
capable 

52. learn seciiM/ritci, sect inn^/compjny 
to try to ;olnt its problems before 
corning to re 

51- leach sections/watch sec ti ens/company 
to learn each Individual's strengths 
dn d use them to their advantage 

W. Assiqn projects (duties) to smll 
groups and let group leader 
assign responsibility 

55. Let company pretty much run Itself 
*hen they are doing a good Job 

58. Tell "sea stories' 

5/, Plan ahead several days 
for a new company 

58. Hake a list of the most important 
things to do first 

59. hk entries in a notebook of 
things that happen so that 

it will te easier to 
train ny next company 

60. Decide which military subjects to 
teach first 

61. PlJn the day in 15*30 minute 
blocks of time 



(1) ll\ (J) «) (5) 



(3) W (5) 
(3) (<) (5) , 



l S£ Z 27!!! *J 1 f * r * ^ * yo« « MHir dU the m response 

h * mm 0,n, J that best describes the general ease with which you addressed 

! i the tasfc during the first, few complies you led. If you have 



Detrimental 

I?) Of no particular consequence 
111 Of sone importance 
H) Rather Inportint 
(5] Very important 



ID (2) (3) (4) (5| 



0) (2) U! HI (5) 



(I! (2) (3) HI (5) 



HI (21 131 (4) (5) 
01 (!) HI HI (5) 



never encountered the task km blank, 

ID [xtrew difficulty 
(2) Mderahle difficulty 
13) Sone difficulty 
HI with ease 

(S) Ulth considerable ease 



(I) 121 (3) |(] (5) 



CI 121 '(1) HI (5) 



01 (2) 13) HI 15) 



H 

(1) 
n 

7 

3 

j. 

n 

01 
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LEADERSHIP JOB MSK ANALYSIS 



0) 



6?. Figure o..t ahe^d hon much time to 
denote to varLs activities 

GL Anticipate major last minute chanqes 
1 daily schedule 

M. Ass.st recruits In using their time 
to the best advantage 

65, Divide Nork tine Kith partner 

56. Replace recruit petty officers 
when certain ones selected don't 
pan out 

M., Match the job to the recruit's 
abilities 

48, Encoiiriije recruits to give me 
feedback on problems they encounter 
in following my directions 

!. Revise orders when individuals are 
obviously fatigued 

I, Detemme if company is "burned out," 

. to something specific to keep my 
morale up 

I Do something specific to keep 
conpany rorale up 

1. Dse feedback methods (e.g., critique 
sheets, rap sessions) to evaluate 
company norale 

I Think about an d analyze overall 
company discipline 



On the average, about how often 
do you perform this task 
during the training cycle 
of a typical company, 

(I! Rarely or Never 
I!) Occasionally 
ID Fairly Often 
HI Often 
(5) Very often, 



(I) PI (3) H) (5) 

(I) (2) (3) HI (5) 

(I) (?) [II [<l (5) 

(I) 12) [31 14) (5) 

ill (2) (3) U) (5) 

(I) ID PI HI (5) 

ID [D PI HI (5) 

(I) PI (3) W (5) 

(I) (2) ID W (5) 

(I) (2) (3) W [5) 

ID (2) PI (!) (5) 



Check the one response that test 
describes hew Important doing this 
task is to thnuccess of 
a wnany cimanJerT 



Detrimental 

(2) Of no particular consequence 
(3) Of sone Importance 
(4) Rather important 
(5] Very Important 



For the tisks with which you ire famlliir check the one response 
that best describes the general eise with which you addressed 
the task during the first few cobles you led. If you have 
never encountered tne task leave blink. 

(I) Extreme difficulty 
(2) Considerable difficulty 
()) Son difficulty 
(4) kith ease 

[5) Kith considerable esse 



(I) (21 [)) |«| (5) 

(U (2) [31 W (5) 

m (?) (3) (1) IS) 

ID (?) CI «) (5) 



n (21 (!) HI (51 

HI (21 PI HI (51 

PI (!) (3) (<) (5) 

(1) \l\ (3) HI (5) 

(1) (2) (31 W (51 



(I) (!) 13) HI (!) 



(1) (2) 13) K) (5) 



(II 121 (3) 



(I) (21 (31 HI (i) 



(3) (i) (5) 



H 

(0 
0 
7 
3 
j, 
0 
OJ 

X) 
(D 
"0 
0 

1 

ft 

H 

Ul 
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S EC T I ON II (continual) 
LtAUfRSHIP JOB m ANALYSIS 



On the average, about how often 
4i you perform this task 
d urlfl'] the training cycle 
«i typical company, 

(I) Rifely or Never 
(?) Occasionally 
0) fairly Often 
(4| Often 
M Very often 



JS. Display a pd attitude reqirdl-is of 
problems or poor response by the 
company * 

ft, Study recruits to see when they can 
take on more responsible Jobs 

J J. Divide authority a. d responsibility 
for specific train.,-.., areas with 
my partner 

70, Give temporary control of minor 
0> Individual and/or company regards 

W to recruit petty officers 

W. Delegate more authority to recruit petty 
Dffkers based on readiness for 
greater responsibility and policy Units 



Analyze feedback on company 
progress 

Inspect recruit progress In the 
interval between MED Inspections 

Let individual recruits know new 
well they are doing in training 

Let the company as a wt.ole know 
how well it is doing in training 

Hatch recruit behavior in order to 
anticipate problems before they 
happen/occur 



85. Compare progress of my company 
to comund standards 

86, Tell recruits when I am pleased 
with their performance 



ID 12) ()) |4) (5) 

HI (?) (3) (4) [5] 

ID RI (3) (4) IS) 

ID (?) (3) W (51 

(H (2) (]] (4) (5) 

ID (2) []] (4) (5) 

(!) (21 (3) (1) (5) 

(I) (2) (3) (4) (5) 

ID (?) (3) (4) (5) 

(I) (2) (3) (4] (5| 

(1) (2) (3) (4) [5) 

(1) (2) (3) (J) (5) 



li'i^Slir^VtL!, 1 !, C ' th. tasks with whkh you are f^Har cheU th, on, nn,^.^ 
[kS rr. ™ «"» 111,4 tot best describes the general ease with which you addressed 

the task during the first fen companies you led, If yuu luve 
new encountered the task leave blank, 



task is to thmcess of 
a company cwwn'Jer 



Oi'triiwntal ■ 

12) Df no particular cnnseijiience 
(3) Of some imiHirlancr 
(4) Rather important 
W Very important 

(<') U) (4) IS) 



(I) (?) 13) [41 {*] 

(I) (21 (3) (4) (5) 

(I) (2) (31 (4] (S) 

(1) (2) (3) (4) [S] 

(I) (2) (3) (4| (5) 

(I) (2) (3) (4) (5) 

ID (2) (3) (4] (5) 

0) (2) (3) (4) (5) 

ID (2) (3) (4) (5) 

(I) (2) (3) (4) (5) 

(I) (2) (3) (4) (5) 



(I) extreme difficulty 
(?) Considerable difficulty 
(3) Some difficulty 
(4) With mc 

W With considerable ease 



(II (?) (31 (4) (i| 

ID (2) (1) (4) (5) 
(I) (2) (3) (4) [Si- 
ll) (?) (3) (4) |S] 
d] (?) (3) (4| 15] 

(1) (?) (3) (4) (5) 

(I) (2) (3) (4) (5) 

(I) (2) (3) '(4) (5) 

(.1 (21 (3) (4) (5) 

(II (2) (3| (4) (51 

(t) (2) (3) (4) (5) 

ID (2) 13) (4) (5] 



H 

(D 

n 

3 

-14 

n 

0 



(D 
TJ 
0 
1 
ft 

H 
01 
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WiW I! (uiiitM) 



0) 



^ to (In. 1 iverdijii, iilnwl Ium iifti-n 
to you rerlomi this task 
during tin* trair<n<j cytle 

1 Pf j typical company, 

(I) Rarely or her 
(2] Occasionally 
0) fairly Often 
W Often 
N Very often 



W (J) W 15' 



(4) 15) 



87, tod specific privily 
t(i recruits ba->ed on mating 
certain definite shards 

18, "fend over bjc W tj reward a 
good jot) 

8'). Haku official rHwndjtions for 
recognition of exemplary recruits 

90, Assess recruits' personal problem and 
jive advice concerning best solutionis) 

91. Give advice to less experienced CC partner (I) [I] ()) [4] (5) 

92- Set aside temporarily m aspects of (1) (?) (3) (4) (5) 
my role as an authority figure and 
talk to a recruit as m adult to another 

M. listen to and empathize with recruits |l) (2) []) (4) (j| 
concerning personal problems with limited 
advice giving 

W. Approach's recruit when I sense (l| (2) (]) it) (5; 

she or he has a problem 



55. Determine whether a recruit's 
problem Is serious enough to 
need my attention 

96» Conduct discussions with groups 
of recruits having similar 

97 Refer recruits to other counselors 
. le.j. chaplain, psychologist) 

98, Tel 1 recruits "You can nake It 
through" 

99, Encourage company in Its 
competition for flags 



(1) 12) 13) (4) 15) 

P) (21 13) (0 (5) 

0) (2) (3) (4) (!) 

ID (2) (3) |4) (5) 

[D 12) |3) (4) (S) 



tkti tin' um> respite Ihai bi-tt ( 
tallies h* irpurMnt ihlii'j ihv s 
t«k Is to Iho MKCOV ol 
a 'wii|ii|fiy cpwiiler, 

(II Helrlmntal 

(!) Of no particular Lor.srquerKr 
(3] Of some Instance 
Hi RJther l.-porlant 
(5) Very important 



(5) 



HI (21 0) H) (5) 

ID (2) (3) |4) (5) 

(I) (!) (3) (4) (S| 

ID (2) (3! (4) 15) 

ID (2) (3) (4| (5] 

(I) (2) '(J) (4) (5) 



(2) (31 l«) (5) 
(2) (3) (4] (5) 
(2) (3) (4) 15) 



for the tails with hlih.li ymi are familiar 1 limit tin: one respond 
that best tallies the general ease wild which yon adilressed 
the las* during thu flrsi frw Monies you led, If yon lw 
never encountered tin) task leave blank, 



htrew (II 



I) ID (J) 



Considerable difficulty 
lom difficulty 
4) With ease 

With considerable ease 



4) 15 

4) h 

0 ft 

41 15 



12) (31 



1) (2) ID 



(2) (3) 
(2) (3) 



Ikulty 



'.UP t! \M t M\ 
[IK'M? JOB TflSt WlALySIS 



0) 

(JI 



I av^/ 1 , 4bi>ut ho* 'fly 
<! ftn v this Lb/ 
iIj tN ' "iny cyde 
of - !-v il :, <,jh/, ■ 



C';eU the one response tint best 
escribes to Inportjijt doing this 
'.J'> s to Npjikwss of 
a company (TOfidtr, " 



[, for the tasks tilth which you are : .he one response 

thai best describes the general ear. . you addressed 

the task during the first fw cctr.pan 1 l ^ yu led, If you :,)ve 
never encountered the task leave blank 





(1) 0 r f lfvei (' 
II, 1 Dtia^ioml!. 
()) F-iirlj i 

1 : often 


i [idrlncnl'l 
1?) Oi 't, particular roiucqucKe 
(J) lit some mponance 
H] father important 
|S| Very important 


(1) E>trerre difficulty 
(2) Considerable difficult; 
(3) Sow difficulty 
H). With east- 
; (5) Hltn considerable ease 


i 

H 


100. tee re«<niu luri^wbli 
performance ' 


iD 1 U! ,41 li! ( 


) V lil |«! 15) 


(1) (2) (3) HI (5) 


ft 
0 
J 


10). Ire.it recruits as I woul want to to 
treated if pos i t i on*; ml n?vyrsOd 

nj. [yjiyjte Uruifjths aiw fairnesses 
of recruits in detemining my own 
Apectatio^ for the corpany 


.0) \l (1! W IS) ;i 

lil 121 i.'i !'i 'i; 

• 


) :2) 13) H) |5! 

i i'i .'' !C) .i] 


(1) (2) (31 HI (51 

I'l x^-i Wl I 1 / l J < 

(H 12) {]) (41 (51 

i'l \ L i i J J rl w| 


3 

■j. 

0 
0) 
-J 


10}, fate! rjfself that recrul*". are Ms 


i'l 14 l«] li, |! 


' i?< ill HI 


(1) (2) (3) HI (5) 


3 

(D 
U 


104, riEnifid nyself tint recruit 
stdnM am ton and [ irust ' 
"live with it" 


HI 121 !) il) l, |' 


; m hi m 


(li (2) (3) HI (5) 


0 
"J 
c+ 


IK. kiM recruits of negative cms'.-qunces 
If they fill 1 iispectlons 


(1) 1?! |i J| '5) (I 


i ."31 13! ill 15) 


(1) 12] (3) HI (5) 


H 

On 


IDE. fart.cipate In "stand tall" ir-sfiftlons 


II! 1.1 ( 'l «l (5) ii 


; !i m is) 


(1) (2) (3) HI (5] 




)l Cooperate and emirate with 
partner 


ID 12] |i, '*| 15) (1 


) ii ,3) |;i (5) 


(II 12! (1! Hi (5| 




1?5. Utterpt to See the recruit's 
insrttlity dispute^ 


') 121 |3 |4| [5) |! 


] (?i (ii ;<! (5) 


(II (2) (3) HI (51 




105. Advise recruits concerning their perceived 
swings in the Navy and ^t can tie 
dje to work within the system to improve 
things or to c:pe with reality 


H 1 (!) ■; "i ( c ) !, 


) (?) (3) (4) (51 


(II (21 (3) |t) (5) 




110. Chjnje iy viewpoint after ccnsideririj 
Ik recruit's viewpoint 


;n i;i (ji i'l i'l (i 


1 (21 (3) |4) (5) 


(1) (2) (3) HI (5) , '.' 




It!. Cn<jnqe iry way of doing sonethir; w^n 
other or division stl'f iwr.ber$ 


11. 1!) 'J! H! (5) ;i 


) III (3) |(] (5) 


(11 (2) [3| |«) (5) 


1 



shew , a; j setter way 
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SfTO II (continued) 
LEADERSHIP JOB TASK ANALYSIS 



0) 
0) 



the average, about now often 
* you perform this task 
during the training cycle 
of a typical cocrpany , 

H) Rarely or Never 
(21 Occasionally 
13) fairly Often 
W Often 
(51 Very often 



^ e ne «W« t » ^ C. ^r the tasks with which you are miliar check the one response 

es rites how important doing this that best describes the general ease with which you addressed 

ask is to the success of ■ the task during the first few cobles you led, If you have 

d com W conmander. never encountered the task leave blank, 



II?. i;h\ti future Hardship jt trains/Navy 
life to remits and tell their the 
difficulties they will encounter 

113. ikhitiy raises and explain why 
they happened 

IN. Explain corrections to nynisuies 
as "changes* 1 

II 1 ). Analyse recruits' mistakes and 
'jive constructive criticism 

116. Restrict my critici". to what can 
be used constructively 

II/. Plan my work outstep by step 
before I proceeJ 

I IB, Keep notes on "lessor, learned" lo 
hel;*hensimlar problems arise 
tn future companies 

115. Hake an effort to 'jive directions 
in language understood by recruits, 
(Ihiiiyy mean civilian Hull 
as Navj leninology at different 
points in the training cycle.] 

IM. SpejUnd act authoritatively in 
order to demonstrate to recruit \ 
vf rolp js loader 

1:1. Use Mm arid tell" m giving 
directions to recruit 

172. Me an. ^rj effort i> appear 
wlf'J^ured to iR't iwmits to 
follow my dtreccions 



(I) ») (31 W (5| 

ID (?) (31 [<) [5! 

ID (!) ID (J) >S| 

(1! (?) (3] [1| (5) 

(I) 12) (3) [<) 15) 

(I) [21 (3) |4] (5) 

(I) (2! 13) |1| (SI 

(H l?l (31 (1) IS) 



ID (?) (3) [1| (5) 

CI Hi (31 (4) |5| 
(II 121 (31 |t, (51 



Detrimental 

(2) Of no particular consequence 
(3| 01 (one Importance 
HI, Rather important 
(5) Very important 



(H (2) (J) -HI (51 

HI I?) (3| HI (51 

:n hi in ui (5i 

(I) 121 01 14) (5) 

ID (21 HI HI (5) 

HI (21 13) HI (5) 

CI (2) (il H) lil 

HI (21 (31 H] (5| 

(H (2) (3! (J) |5| 

HI (2) (3) HI (!) 

(I) (2! (31 H) (51 



Extreme difficulty 
(2) Considerable difficulty 
(3) Sqm difficulty 
H) Nltkease 

(51 Ultn considerable ease 



HI (21 (3| H) |5) 

ID (?) (31 |4| (5) 

(H (2) (3) H| (5) 

HI (21 (3) HI (5) 

(I) (2) (3) HI (5| 

(I! (2) (31 H| (5) 

ID (2) (3) HI (5| 

HI (2) (31 HI (51 



ID (!) (3) HI 15) 

HI (21 (3) H) (5) 
HI (2! (3) HI (5) 



H 

fl> 
0 
7 
3 
j. 

n 

0) 



71 

(0 

■o 
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H 
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'ACTION II (continued] 
LEAD£R5HIP JOB K>. WSli 



0) 
M 



12]. When 1 Istenin'j to other), "filter 
out" information that is not 
Important 

121. "Sense* 1 when a recruit has a 
problem 

125, Qistinjuisn which incidents I 
Mi pay attention to and which 
ones are unimportant 

IX. Me time for recruits to discuss 
their problems Kith me 

12/, Hear the recruit through before I 
start to give advice • : 

128. "Sense" when there's sow problem 
^fecting company performance 

129. ,; Go to bat" for my people when they 
need my batting 

130. Negotiate conflicts between recruits 

131. Help recruits solve their disagreements 

132. Compromise dnd/or negotiate when my 
partner and I disagree 

133. force my people to meet face to 

face and talk over their disagreements 

134. Discourage ?<pre sions of ccaflict 
between remits (e.g., bickerngi 

135. Give a >t y the b„ck ,+ when lam 
particular , . 'eased with a 
recruit 1 ; ^/mwt 



On the avenge, about ho* often 
to you perform this task 
during the training cycle 
of a typical company. 

(I I Rarely or km 
(2) Occasionally 
(31 Fairly Often 
W Often 
(5) Very often 



(I) (21 (3) |4] (5| 

ID (2) (3) [<) (SI 

(I) 12) (31 [4] (5) 

ID (21 (3) [4] (5) 

(H 121 (3) [4] (5) 

Hi (21 (3) (4) (S) 

ID (2) (II (4) (5) 

HI (2) (3) (4) |5! 

(U (21 !3j (4) [i| 

(II (2) [3| 14] [5] 

(II (2) (3) (4| (5) 

HI (2! 13) [4] (5| 

HI i2i [J] [4] (5) 



[heel the one response thai best t, fur the tarts with ■„»■, > yj u n familiar cbv ike om a^sc 
escribes ho* Important Join) this thai best describe-, 1 ...neral ease with wf.uh yuu dddressed 
task Is to BnwceK of the task during ti> i : ' few companies you Icq. |f you have 

' connander. never encountered tie luk leave blank. 



f" no particular consequence 
i) Of sane importance 
(4) Rather important 
W Very important 



0 (21 (11 (J) (5) 



d] (') (Jl HI (5] 



(1) (2) (31 (4) [51 



ID (2' (!) (4) (SI 



(21 (3) (4) 15) 

(21 (31 W (5) 

(21 131 (4) (5) 

(2! (3) (4) (51 

(2) (3) (4) (51 

121 '(3| (4| (51 



|l) Eitrcw difficulty 
(2! Considerdble' di'f f icul ty 
(1) Seme difficulty 
H) With ease 

(5) yitti consiiffiile ease 



H! (2! (31 HI (5) 

HI (21 (3) (*) (5) 
ID (21 (3) (4| (5) 



(21 13) 
(2) |]| (I! 



(4) (5) 



(I) (2) (31 (4) (5) 

(I! (?) (3) (4) (5)' 

(i) (2) (3) (4) (5) 

(I) (2) (31 (4) (5) 

(1) (2! (!) (4! (5) 

ID (21 (!) K] (5) 

ID 12) |3).«| (5) 

ID (2) (!) (4) (5) 
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ACTION II (continued) 
L«M J0I3 TASK UNALKIS 

On the a/rrAcje. about kugrtcn 
*>)'0u porta (Mi task 
^rlng the training cycle 
of i typical cwrpifiy, 

(I) Rarely or Never 
W Occasionally 
(Jl Fairly Often 
HI Often 
IS) Very often 



I J. When the work schedule is to), j 0 
we of the recruit's work 

W. tyros openly ^ pleasjre/displedsjre 
with j recruit's behavior 

138, Exceed limitations of authority during 
mnrnonts of eictrenie frustration 



IB, 



Teach bruits not to question my 
orders or intentions 



Explain wh/ 1 find it necessary to 
give a certain order 

"I. Hake It plain to recruits whit the 
consiliences are for disobeying 
my orders 

IW. Persuade recruits to see things 
tnywy 

W. Hake decisions which mjy hurt m 
or the company In the short run 
but are the rigfif thing to do 
nevertheless 

I«. Divide work load with p L tnor an the 
ba^ls of hiring am [e.g., iirrads, 
counseling, locker)' 

H5. Give temporary control of minor 
Individual and/or company discipline 
to recruit petty officer(s) 

1«.SI« advice to m experienced 
11 partner 



ID W 13] H) (5) 

"I I?) (3) HI (5) 

['I HI HI «| (5) 

0 (21 01 H) |5] 

ID (2) (]) [4| |5) 

HI (2) (3) HI (5) 

ID (2) I3| HI |5] 
ID 12) (3) H| |S] 

ID (2) (3) HI (5) 
ID (2) 1)1 HJ (5) 

I" 0 (31 '1) ,3) 



tack the ool' response tint best 
Jeicribej now Important doing this 
Usk Is ts the_jsuccejs of 
J company coi'niferT " 

(I) Detrimental 

(?) Of no particular conseijuence 
(3) Of sore importance 
HI Hitiii 1 inportan t 
(5) Viy liportaut 



C for the tails nlth which you ire familiar check the one response 
that best describes the general ease with which you addressed 
the task during the first few companies you led. If you have 
never encountered the task leave blank, 

(I) [linns difficulty 
(21 Considerable difficulty 
(3) Some difficulty 
. HI With ease 

(51 Ulth considerable ease 



ID 12) (3) HI |5] 
01 (2) HI HI (5) 



ID (2) (3) HI 15) 

ID (?) (31 HJ (5) 

ID (?) (3) HI (5) 

ID (2) (3) H) (5) 

II' H (!) HI (51 

ID (2) (3) H! (5) 

ID (2) (31 H] (5) 



ID 121 (3) HI [5| 

(I) (2) (3) HI (5| 

ID (2) (31 HI (5) 

(II CI (3) HI (51 



ID (2) (3) H) 151 



(II 12! (3) HI is) 



ill (2) d! HI (5) 



(3) HI (5) 



(I) !2| {)} HI (5) 



H 
(D 
0 
3* 
3 
j. 

n 
m 



ID 

■o 

0 
1 
ft 

H 



8/ 
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5ECII0N It (continued) 
LMDH5WP JOB TASK ANALYSIS 



Ul Check the areas to rilch you generally Ml dmte fc w , fffQr 



t In counsellnj/advls Ing recruits. 



Career planning 

G1 rl /boy friend troubles 

YD Prevention 

Financial 

Harrtaqe 

Hllltary Attitude 

Uniform Appearance 

Release from Navy 



Honesickness 
Jape/Rape Prevention 
, Racial 

Abortion 

Medical 

, Hllltary Performance 
Academic Performance 
Family Problem 



Leqal Problem 

. Drug Problems 

, Lack of Self-Confldence 

Sense of "Betrayal" by Recruiter 



Check the five most Iwtant methods that you rely on to tell you that 

. Academic Tests Results 

, military Inspection Result* 

... General Attitude of Conpdny 

fc Stand TalP Inspections 

Cwn> Morale 



you are being successful as a ccw coirmander, 



Verbal Reports from Individual Recruits 

Verbal Reports from RCPQs 

, Division Staff feedback 

Feedback from Other CCs 

Feedback from Partner 

Conwy Appearance 

Fljq Awards 



o 

X 
3 

n 



7) 

(0 

■o 

0 

1 
(t 

M 
01 
4k 
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SECTION || (continued) 
LEADERSHIP JOB TASK MUSIS 



1M, Uiit ll tflffcrtnt about luccrufully leading recruits In cowrhon to other Navy Iridenhlp Jobs you've hid? lopHoml) 



. ■ SO 

ERIC 



IP 
o 
J 

3 

j. 

r> 

01 



73 
ID 
XJ 
0 
1 
ft 

H 



thi> rusher IhV ni,|lr,i^ your Nest jn'.ufr) 

I'M.f Wl<e: (|| lM||y 

I. 1 ) Weekly 

11) I very twu weeks 
('!) (very cdiliMFiy 
(5) K.vely or 



1 


1 Jth rei ruit imliviilu.il |y 


(1) 


1/1 


I)) 


(«) 


15) 


h. 


r lfner (oinp^ny toniMni-rs 
'Vidttiic Instructors 


(1) 
ID 


l.'i 
(2) 


ID 


{*! 
(4) 


IS) 
IS) 




division Officer 


(1) 


i.'l 


(J) 


Ml 


( r >! 




Division Staff fVr\uiwn'| 


Ll) 


(2) 


(i) 


HI 


lil 




AciUMc friiinin:] Officer 


(1) 


(?) 


ID 


(4/ 


"•) 




Mill t-iry Irdimni] Offurr 


(1) 


(?) 


(3) 


(4) 


(M 




(.omimlm.) Cffi(er/f...' ;j t; W . 
Offirnr Mil 

wi i 11.11 | " H 


!T 


(?) 


(.11 


U! 


IS) 




nt*l1ll\ll rfirtnnhiil 
v u i Lu J i l r *i U'l fir 1 


II: 


(?) 


(D 


(4) 


15) 


J« 


uental Personnel 


(1) 


(?) 


(3) 


(4) 


(5) 


k, 


Chaplains 


(1) 


(2) 


(3) 


14) 


(5) 


1. 


Red Cross Personnel 


ID 


(?) 


(3) 


(4) 


IS) 


rn, 


HW Counselors 


(1) 


(?) 


(3) 


(4) 


(5) 


n. 


tyiruit Ev.iltution f Jnit Personnel 


(1) 


(2) 


(3) 


(4) 


(5) 


0, 


BHO Officer 


(1) 


(2) 


(3) 


(4) 


15) 


P. 


AH TO Officer 


(1) 


(2) 


(3) 


(4) 


(5) 




Command Master Chief 


i. 


:!) 


(3) 


;ji 


(5) 
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Check the ,*n %«t»r th.it indiutes the piteni uf your ,i jrrtMivnt/ t i .njrrrim^n ' with 



iHvi'jrei' [)i SiiLjrta 1 Hiker 



1, I .tin usually wthllctlwltti how [ lr,i.J 
my comply In onlfr to aihieve suui'v. 
In (o(ii|*titl«n 

?. I cm work (.omfort.it) I y in a "Lflnpetitlve 
and (QfHMM^tive" environment with other 
coeipjny ctmjnders 

], I iiimiHltni) to Mick my nrck out" for 
my recruits 

4, Phytic*' "MndlliH)" of a recruit is 
wtlfftf unavoidable 

5, My behavior Is a good model for my 
recruits to follow 

6, Ther*? m tunes when | find it impu^sible 
to control my emotions around recruits 

h It Is sonetirrjes very difficult to devote my 
full attention to my work because of tally 
problem 

8. I dm comfortable wtien talking to large 
groups o f recruit* 



9, Admonishing recruits is sometimes an 
unfortunate necessity 

10, My dttituJe is as good as or better than 
most CCs at this cofunand 

11, Each oe w r ecrui t is an important "liivy 
person 1 ' ^ I tell her/hln so right off 

12, 1 .jet up^t tahen things don't -jo is planned 

U. I reward arpany for good perfomance 
every chance ! get 

14, I of tt* n " R d it necessary to make change-; 
in my daily schedule 

15. It 1$ Often necessary for me to explain 
direct^* to recruits *ore than once 



dI Ui ii'i statements 



(TO Mill 



Ihe sMtiwts listed In this we Hon 
an 1 de sli;ied to gather required 
InfonMtlon about actual un-tlie-jub 
performance. Ihny are not deigned 
as, nor should k construed as, 
staliwents of or jlmut ionium! slides, 
Ml individual answer. wMI lie used 
strictly to pup data Into totals 
for uurts and tables, to the extent 
your answer reflect your actual 
thinking jnd behavior, effectiveness 
of future C/C training can be enhanced, 



n 

y 

3 
-I. 

n 



73 

ID 
V 
0 

ft 

H 

01 
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•M Hum lv jioniiihii'ii) 



l' H|1| rn|UNA| AM||h|it\ tat in 



IIUM'l.llll 



1,1 1 *•»> '»»'.|'»mi| .IMIi Hly |;i Mi,. \ m 

ty,M 'l , n I»1ji'm,|1iii| uixin fh.i lo.tlvirliMl 

1 '■ In ^ "K '"y W\ ■ i„.| | ,,v nju,l!/ 

f i*^i'«tri.^tp1*< f,„ (he ',ijM»-,',f.j| t M i,i| r) .j 

1 f t M-MWr to .i» > N<J iy lf |f ,| 



( 1 



1 '■ *i M * tl'v \hi»> i<r.|.| UJ f|. %| r(;irul( , hiUt> ( ) 

[ I b\ 'nil rp^iiMhihry 

,( " i' Hon-, U VUy | H .,ip| 0 

1 ,!| I'^nlty iwiurt^j!,' w hrn | I)ly | | 
piM'T'rr in . hi )»' ip ;ry \[y t mp 

^'("^ >' ( wc tou in,. n i iihi,n»v far Lfiinr | ] 

V. I (niyyjh .1 j*hijr I • y t!j ipy | ) 

,M - 1 Viii*»ssful At hn.iiity NJ/S to rwn! ( ) 
rtfi.rulls for t Join<j i r;on.l jnb 

V»WU>', i .\iff rin.J/or n".ruihjV,iMl!/ ' ] 
■"J- Ihi^Jt.*', fstm inj;or recruits)" fre'i^ntly ( ) 

lU ftjr fly 

he;it!tif to :ow to im ( | 

wlfh problem ' 

f>ner.il!y, I ,j (J o't rjr* ^.jt the ^llUy of ( ) 
rtsirui ts; I can tmn thi?n 

^. I jmM/ trejt rc-ruits IU,< - : j 1 1 ^ ( ) 

JU. > quiliS of recruits iw't hhjf it ( ) 

be : 

Jl. ;> -jotti'n into >' f 'i ,!».y <n j 1 CC f ] 

32. f notions . i n th? way of my ( | 

handler; ;r ■ ;. ■■ 



I ) 



IT y1,jf' h t 



i ) 



( ) 



H 

a 

T 
3 



(D 
U 
0 

ft 

cn 
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II WiuMiwn I'm ( m tlrftl i i t hti |nli to 
think i lNrly hi fore I .in 

14, I | Milk my (iH1|M'ul |irp\Pflur U JM 

Important (mil in ii mil training 

JS Hprruih unih»riUni| my direct lwi 
without nfpdim) to W told mrv than nmp 

)t». Hhf I fit st one here my cowum! 
n rr,enc* nrpiM polish I 

)/. My own Him) of lei f-conf IdenLP affeits 
how suaeisful my recruits are 

3d, I 4m the first to discipline my people if 
they mMtf j mistake 

1 

19, My won! is the last, woffl when rerrut ts 
un't jut ahntj 

40, bomptlmev Other CCs cwle to mt 1 to help thfm 
solve their conflicts tilth their super l on 

41. Most problems Kill solve themseWes, if 
you qlve them time | 

\ 

4J, Recruits ni-)ht low their tempers If I 
forre them to Ulk out their differences 
with each other; therefore, I usually 
let things j I one for awhile 

43, Vuu 'jiwally have to i}ive more consider- 
ation to women recruits because won^n are 
more emotional 

44. Off duty social interaction between 
staff members and recruits (of a personal 
nature) should not appreciably affect 
training jnd/or discipline, 

4V Maff ^tier's occasionally dob) some of 
a r ,lw recruit's work for him/her does 
not appreciably affect training and/or 
discipline. 

46. 1 can egress my pleasure/displeasure with 
a recruit's behavior and still maintain 
my professionally 



MtllUN U (i mil UN) 

I'MIIII'.MIIMI Alllllillh MU lillllh 

St rtm-jly ',| Wj |y 

Hlva-irpfl |)ha<|rre (ImrrMlit Hjm'* Aipe 

I I (I 0 ! I (I 

I I II I) I) I) 

II I) I) (I II 
II II I ) : I I ' 
I) I I (I (I (I 

0 II II (I I) 

1 ) I I I) II (I 

I I II I I (I II 
(I 0 0 II (I 

0 I I I) 1 1 I) 

I I II (I II (I 

1 I I ) ( ) II II 

I I I) O (I (I 

II I I I 0 0 



SECTION IV (continued) 
PWriSSIONAl AT1ITUUES AT«i BIJIlI 1 . 

Strongly JM')' 
Div)f|iw Diwqree Uncertain 'Vjrpe 'V 1 - 1 - 



4/, It i 'i unproffision.il in let a recruit 
Lmw you -in 1 with hi r i success by 
such behavior -is slippy hi-/^r on 



the back or showing eidterent ^ 



48, My recruit', I will %uppnrt then no 
^tter mi 

H 1 don't tolerate recruit', qur.tioniiHi ny 
orderi or intentions 

50, I usually din persuade recruits to jiH 1 



51, (tile recruits Mistimes misinterpret 
female C(V professional attention/help/ 



\l " f tani| rail" inspections are inportant 
in the training of recruits 

53, RKAAs have too rcuch authority for 
thpir experience level 



n 



70 



thifl'ji my way fD 

M ! \ f 1 ' 1 (I "0 



discipline .r; period f ri^ncdshi p/i ntere'i t 1 
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SECTION V 



PEER INFLUENCE DATA 



leadership instructional development trends in the Navy have begun to focus on the attributes, skills and attitudes, of 
officers and petty officers that are judged Influential in shapf ng/nwdel i nq effective leadership behavior, Please circle the 
names of the ten company commanders currently assigned to the connand from the following list that you would most want to 
serve as your partner in leadU a company. Upon completion of that task, also circle the names of any additional company 
connianders that you particularly trust to give you good advice about leading recruit companies. 





Wvjt 


DflTf 




■Wit 


"MIL 




(Wit 


PATP 

r\n I L 




1 

1. 


AANtRUO, D, v. 


ABLH 


41, 


LARTcK « L. U. 






FUA, L. t, 






n 

c. 


ADAIR, v. C, 


nil 


42. 


pactata A in 

CA5SAIA, A., JR, 


AH HI 




rflv u U lit 

F0a, W. n,, III 


Mm 




3. 


ai trrfl r 
ALIltA, t. 


bit 


4J. 


IAIU, U, U. 


UD? 

nKd 


oJ. 


rKIblH, I, b ( 






t 

4. 


a. ft. 


VNl 

!N1 


44. 




Kni 


tin. 


r^liil , L. n. 


i' m 
Ull 




5. 


ANDER50N, G. A. 


flur 
ft HI 


AC 


IHAUW1U, U L. 




oc 

OD. 


rULLtH, ii. K. 


urru 
HllH 




6, 


ANDERSON, J, I, 


UV 


4b. 


IHAMBtRS, R. H. 


At) HI 




GANUNu, J. U. 


uur 

IDL 


. j 
*n 


■j 

/. 


ARMQND, L, L, 


1JMC 


4/, 


lHWIBLESSj H, 5. 




a/. 


GARL t AHtmj f i. F. 




u) 


0, 


AifCOCK, R. t. 


utr 


48, 


ri i Ant nt n u 

CHAPLIN, R, M. 


nDr 
PPC 


od 
00. 


rrrvniu ci c 


inr 
JUL 


n 


■ 9. 


AVERS , J. 0. 


Am 
A(J1 


49, 


LHAPRAfj, b. U. 


until 


on 


OtNIKT, J, A. 


rrtr 




10. 


BACHELLER, H. E. 


tnc 


DU. 


CHAkLION, J, U. 




OA 


OLUunAuAfl, L, 5, 


UT 1 
HI] 




11. 


n A 1 1 f 1 f\ in 

BAILS, J. 0., JR. 






run i ct 1 Aiicru v 

IHRlbllANSEN, K. 


CM? 

Wit 


jl. 


GLAiv, L. M. 


Will 

TNI 


«j« 


12. 


hit nn ri s 

BAIRD, k, a. 


til J 


5Z, 


CLARK, T, L, 


DMf 

rnt 


it. 




ncr 


\ i 


13, 


BAKER, C. J, 


ATI 


SJ, 


LLA5S0N, R, K. 




9J. 


G00DE, A, N. 


A/2 




14. 


BAMBEY, C, J. 


CT01 


S4, 


CLOUhk, D, E, 


KMC 


94. 


/»(V\ruj All f U ID 

GIXJDMAN, I, H. , JK, 


DnC 




15. 


BARCOMB, V, 0. 


ETC 


55. 


COLE t E. H, 


CHi 


AC 

9b. 




Af r 
Atl 




16. 


BARREL, B. H. 


BTC 


56. 


COOPER, W. J, 


[Til 


9t). 


GKLLnt, b, L, 


AOL ' 

ABHl 


-ri 


17. 


upturn f n 

BEAVER, CO. 


run 

GMT 1 


57, 


C0RADI, J. R, 


LUP P 

mCS 


9/. 


GRIFrIN, H, 5. 


nur 


fW 


18, 


BETTENC0URT, R. F. 


HN 1 


58, 


CQRtElTE, N. A. 


uT 1 

HI 1 


9o. 


GUIltKHU, r. A. 


III 


U 


19. 


BLACK, A. I. 


YNI 




CORlEZ, C. S. 


■ w 


99. 


nArrO 1 B 

KAGLK, J, 0, 


tui 


0 


20. 


BLANKS, 0. K. 


SHI 


60. 


CROSBY, 5. L. 


A tru 

AFCM 


100. 


uAtn ft A 

HAIR « R. A, 




1 


?1. 


B0WEN, J, s, 


051 


61. 


CULIUM, R, f, , JR, 


A Dill 

ABHl 


101. 


LiAl CC 1 D 

HALti, J, r. 


DM 1 

all 


c™ 


22. 


Pfcftj i If fl H 

BQWcN, R. W, 


EMC 


62. 


nA 1 1 r v r i 

DA I LEY t E. L, 


Ann 


mz, 


haui i Tnu n c 
HArtlLIUH, U. t, 


ADC 1 
W 1 




23. 


BOWEN, W, t. 


UU 1 

KM 1 


63, 


n a ii i p i i v in 

DANIEL, J. K, , JR. 


MM I 


IIIJ, 


ijAUH THU T M 

fiAd*l I L 1 Ufl t 1 . H. 




r* - 


24. 


hAun 1 ft 

B0K0, J, R. 


Mil 




r\ a i j t r i c v a 
DANIlLS, K, A, 


a pi i 


1U4. 




Mir 
nil 


(n 


tJ. 




HTf 
n i ^ 


CD. 


nANin^ m r 

uhiullj, n, l , 


nn 

v 1 1 


105 


HANSON B J 


SKI 




26. 


BRADQ5KY, R. A, 


5K2 


66. 


DAVI5, U. P. 


ABCS 


106. 


KARRIS, t. L. 


YN2 ■ 




27. 


BROWN, J. C. 


A6HC 


6;. 


O0WTTEO, L. A, 


TH2 


107. 


HAWKINS, F. 0., JR. 


use 




26, 


BURKHARDT, R. H, 


SH2 


(8, 


DONALDSON. 5. E. 


PMC 


108. 


HEAGY, J. A. 


ew: 




29. 


BURNS, J. A. 


DS2 


69. 


EASTMAN, J. B. 


HT 1 


109. 


HERTLEIN, P. L, 


GMGC 




30. 


BURTON, D. L. 


WE? 


JO, 


E1CHH0RH, J. A. 


BMCH 


110. 


HILL, C. J, 


NCI 




31. 


BUTTS, L. K. 


NCI 


H. 


ELBLING, C, B. 


CTR2 


Hi. 


rllMRQD, N, M. 


ET2 




32. 


GYRO, H. J. 


AEI 


R. 


ENERSEN, F, L. 


SK2 


112. 


H0LICKY, S. L. 


OPC 




33. 


CAMPBELL, J. M, 


NCI 


>J. 


EVANS, J. A,, 111 


HTC 


113. 


HOOD, C, J. 


TD? 




34. 


CAMPBELL, 5. H. 


BH1 


W. 


EVERETT, J. 


SK2 


114. 


HOOKER, \. H, 


fWC 




35. 


CANTRELL, P. J. 


RM2 


75. 


EVERETT, 5. K. B, 


m 


115. 


HOPKINS, G. P- 


SMCM 




36. 


CARAWAY, A. J. 


HMCH 


n. 


FAIRHEAIHER, R. E. 


GMGC 


116. 


HOPKlfiS, J. 0, 


SMC 




3?. 


CARLSON. L. G. 


PN1 


n. 


FIHCHER, D. H. 




117. 


HOUSANO, I C 


BUC 




38. 


CARLTON, C. C, 


¥M 


n. 


F1NZEL, A. K. 


CTT2 


118. 


HOUSTON, T 5. 


BMC 




39. 


CARRIC0, M. U. 


BM1 


79. 


FLEMING, E, C. 


QH| 


119. 


HUGHES, I), v 


SH2 




40. 


CARROLL, F.H. 


BTCH 


80. 


FOLEY , S. C. 


W2 


120. 


lOVINt. J. f. 


052 










?ATE 




NAME 


RAIf 




NAME 


RATE 


121. 


ISBtLL t 1). 






HI.MAHUN, H. Ii. 


NSI 


L 


ROISIK5, li. L, 


HTC 


\u. 


MMM, J. A, 




I/?. 


HfApUWS, U, f. 


Yfli' 




TOEll, 1 P. 


I'.lS 


la 


jUMSOfi, i;, a. 




in. 


HLEKS, H. R. 


AD 1 


??3, 


HIMRT, L. G, 


Kill 


\n, 


JOHNSON, J. fi. 


A i: 


174, 


Mil LEW , C. 1 


ABCS 


224, 


NVDtH, f' 1 , 1 


Hit 


125. 


Ji'lNuSON, J. L 




I/b, 


MILU'H, V. M, 


Pfl! 


225. 


5ATH[R, LA, 


PN2 


126, 


johYmN, ;, r, >\ 


'■!M 


176. 


MIltMAN, H. M. 


PfHiK 


??6. 


SCHlLLl^, J, 


Shi 




'JOMSM, v ii, 


bill 


1/7, 


MONTGOMERY , 1 1 


HllS 




SCRUGGS, Ii, A, 


sm; 


ui 


JONES. J. D. 


<N! 


1/(1, 


MOORE, P, C. 


'JCI 


;7B. 


srao, L. A. 


All 


Ul 


JONES, 1'. A. 


\X 


l/l 


MO()Rf.llfA[J, C. 1. 


A [llll 


?29. 


SEPNA t I, 


m 


130, 


JUNES, ' ; . B. 




I HO, 


KQOSE, J. A. 


It (A 


MO. 


5EVERIN, L, L. 


mi 


131, 


JOWAN, 1). 


SHI 


1H1. 


MORRIS, W. T, 


RNI 


?31, 


SL7FANG, J, [. 


phi 


132, 


JOPOA'i, L.J. 




IB?, 


HUEILEH, 1). [. 


AD 1 


232. 


SHAAPOA, N. E. 


TM2 


133. 


KAE*. V. Ill 


nsr 


IB.]. 


MUELLER, S. 0. 


NCI 


233. 


SHARirS, H. H. 


AMS2 


13^. 


mui, J. 


ws 


184, 


Murray, h, c. 


PNC 


234, 


SHEA, R, [, 


MM I 


135. 


fimiK 14. 1!. " 


WW 


1HS, 


NELSON, D, A, 


sw 


235. 


SlHJLEl A, C ( , II 


ABCS 


116. 


t'EMiH'', W. V. 


Ml 


las , 


ffllSON, L, L. 


PI1C 


236. 


SUVA, H, H. 


DC 2 


13/. 


r f III. IAN, I . A, 


Mi;' 


if,/, 


NIEBIING, P. F, 


flMC 


237. 


SIMS, J. D, 


UTI 


13K, 


MIMiiVIlH. W. P. 


PfHi 


1HR. 


NORKIS, S. K. 


17!,' 


238. 


S1N0R, M. F. 


AD? 


131 


KNAPP. L. f . 


«H! 


IH'J. 


NOHLIN, L. B. 


TM2 


23 l J, 


SINGLFTARy, I), E. 


CM2 


HO. 


MJPPARI, J. f. 


!5Pf 


l r J[). 


OATES. K« I. 


Pfll 


2^). 


SMITH. 0. J. 


ttti 


141, 


LA(h[f, li. 


Alii 


11. 


Olson, g, j. 


AW52 


241, 


SMITH. 1). A., Jf< ( 


Bit 


14?. 


LAMftL'RE'JX, K 


TO. 


1')?. 


Olson, r, d. 


IK 1 


242, 


SMITH, J. !l 


KS2 


143, 


LARK. (.. A. 


i V/ 


I'H. 


I'NIAL, P. R. 


ABFL 


243. 


SM I T H , P. A. 


Mill 


144. 


LASSAH!), v, I, 


PH? 


I'M, 


U.IEY, J. E. 




244. 


SMITH, H. L. 


i)S2 


145, 


LAllMlLKl, 1 ■ 


Hli. 


I'll. 


PAUHM, K. 


Pill 


245. 


SPENCERi r.. 


BICI-I 


146, 


LEBLANf, L r,. t 


MM[ 


hr>. 


'WINS, L. L. 


w 


246, 


^PRAGUE, W, f., 


mi 


147, 


IEFFERTS, P. 1.. 


GMG1 


I'j/. 


PASSMAN. Ii, 


THI 


24 7, 


SR'Jfil, D. L 


All 


143, 


LEFH, ii., JP, 


Auni 


Hh. 


MIMAS, 1). A, 


[ft? 


24H. 


STO, Li. G. 


UTI 


149, 


LlNhAf, «, H, 


mr> 


I'j'). 


PAUL, C. F. 


1 HI 


249. 


StAlJBS, H. k 


A/2 


150. 


LOGIN, (1. 


YN? 




PCU, J. L. H. 


PHC 


2 f >0, 


MELMAfK I. R. 


ATifi! 


151, 


Lor G, L. Si. 


AMf.S 


2i''l. 


I'EflBLRlHY , (i. W, J, 


yhc 


251, 


STEVENS, J, A, 


III 


152, 


LOfn:, i j. 


a:i 


21)2, 


f'E^NICE, J. L 


ifii 


'52. 


STGIS, J- R. 


GHG1 


153, 


LOk/, R. i. 




?[.)]. 


PEIIHUBJN, L. H, 


w 


253, 


STRONG. J. A. ' 


IS1 


154, 


LUfJA, B, L. 


•V 


204, 


Phillips, i l. 


H TC 


254. 


SULLIVAN, [), L. 


SHC 


155, 


HACK, H. 


! [Ill 


705. 


POOSCHfL* L, li. A. 


iJll 


255. 


SULLIVAN, J. Dm SR. 


DPIH 


155, 


MADRID f i V 


V.i. 


206. 


POPPELL, L, Up 


LMC 


256. 


SUiWA'f, N, A. 


:-Ml 


157, 


MAKOSn. "J. 1. 


Ml 


207. 


PQTFEP. B. E, 


Pfl2 


257. 


SWARTFIGULP, I), L. 


SK2 


153. 


MANNING, W, J, 


>H] 


?f)H. 


PPATT, E. P. 


DPI 


25R. 


SHEET, R. A. 


ABF2 


151 


HANTHIl, L. A, 


<N] 


209, 


PROVOST, W, 


PH2 


259, 


TALLENl, A. I), 


BH? 


160. 


HANI* . K, J, 


W2 


210. 


Pv, U, J. 


71 i 


26n, 


TARPLfy, [), R., JR. 


" T 2 


161, 


MAPLAU, J. L. 


101 


211, 


RANDALL, S, A. 


SM 


261. 


IHOMAS, H. 0. 


QMf, 


162. 


HAPOTTQ, M. M, 


f.TR? 


212. 


WlHAhN, 0, L 




2G2. 


THOMAS, V. H. 


;-M2 


163, 


HAY BLPTp • P. f 


m 


213. 


"EEOTf, 1 H. 


mho 


263. 


IHiU'PE, J . 


GUGl 


164, 


HCALLISW, R. E- 


wcs 


?14. 


JEEVES, C. H. 




264. 


IH^'iP, A. 


tiMi 


165, 


MCCALL, ). f. 


PHI 


2 IS. 


R[£VEj. J. A. 


y-il 


265. 


fOlAfii:, '.J. 


r'H? 


166, 


HC DAN ILL, I. A, 


em; 


216, 


TOLLY, 0. E. 


BT 1 


266. 


FOWLS, A. J. 


' SMf. 


167. 


HC DOUG ALL, C. L. 


IsH 


217. 


miu j. e. 


¥•12 


267. 


TRANSOll, i). Hm III 


M>,| j 


168. 


HCDOWELU l. u. 


nil 


2111. 


iMICHEA, C. [. 




?6H, 


FRUELUCi'., 1. S. 


ABC*: 


169, 


MCDOWELL, W. K. 


BU. 


?n. 


WNSON, G. r 


MHL 


269. 


TliRNER, lf . [. 


|,'i,n 


1/0. 


MCENTfE, 1 L 




??o. 


AUGERS, 0. C. 


(iKH2 


2/0. 


IfLi.A, li. P. 


'Nl 
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name 

271. VAWB, C H. 

Ill WALCHtP. J. L. 

in, mum, j. i. 

IK WARD, R. R. 

275, VWK, W. J. 

0S, WARREN. C, S, 

217, WATERS . 0. A. 

278, WATKINS . K, A. 

279, WATSOK. G. R. 

280, WAITS, P. 0. 

281, WEIL, !. A. 

282, HESENBERG, G. 



RATE 

ADC 
PR2 
BMC 
MS 

m 
m 

Pill 
RHI 
MH2 



WESENBERG, 
WEST, C. 



WHITE, M, A. 
WILLIAMS, J. D. 
WILLIAMS, M. L.i JR. 
WILLIAMS, W. E„JR. 
WOOD, A, F. 



WOODALl, 



RATE 




NAME 


RATE 


ICC 


254, 


WOODSON. R, A, 


HNCS 


Will 


255. 


WOOOT, L.M, 


Till 
AHCS 


KN2 


256, 


WRIGHT, C, E, 


SH2 


297, 


WRIGHT, U. 


PCI 
AOC 


EMCM 

wcs 


298, 
295, 


HYHAN, R, 0. 
YQCHELSON, C, 


AM 


HRC 


300, 


YOUNG , R, L,, JR. 


AGHl 


SMC 


301, 


2ETTERH0LM, P, E, 


CTRCS 


W 


302, 


ZIEWEIN, W, A, 


HTCS 


AO! 


303. 


2INN. G. G. 


RHI 


I1TI 


30-1, 


2UPAN0VIC, H. J. 


MAI 



H 

(D 

n 
j 

3 

j, 

n 



70 
(D 
V 
0 

ft 

H 

01 
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RECRUIT COMPANY COMMANDER AND "A" SCHOOL INSTRUCTOR 
LEADERSHIP COURSE DEVELOPMENT SURVEY 
("A" SCHOOL INSTRUCTOR FORMAT) 
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79 



RECRUIT COMPANY COMMANDER 
AND "A" SCHOOL INSTRUCTOR 
LEADERSHIP COURSE DEVEL- 
OPMENT SURVEY 




kimtm a/idWg/iere 



Pelly 



/or NfC Ofkdo flecru/7 Comply Commtm, T Sc/iool 
:Mon leaders, repard/ng Mwliif) concerns, vate and ideas 
0/ta leadership course telop/nenf. 




NTC, RTC, 
and 

'SERVSCOLCOM. ORLANDO 



TRAINING ANALYSIS AND EVALUATION GROUP 
ORLANDO, FLORIDA 32813 



Pfmilll CUMPANY COMMANDFR AND "A" WML IWMK W, 
IfAIPSHIP COURSE lit VfLOPMtur MIRVI r 



The fraininq Analysis anil Lv.llu.lt. inn Croup (fAEG) has boon tasked by the Chii'l i;f Nival F ■ f it 1 1 hi aril Irainnii) to divl'ip |i.iimiii| 
Objectives for rt'Curon.'n'lJtion in future Naval education and Irainino, Coninafnl petty officer loiiler- r ,h i_ tourso oVvi'lopiMii, Ihis wcv is .11 
important p,irt of that study. 

fill', survey is In be filial out by all "A" school instrnrlors/military advises at Sonne Sihool innuphl, i)'li"d". ! ■» I * v 1*1-* 1 1 
responses will not be duelled to anyone outside the IAEG. All data mil be Suman/M in ippropi tale taMis or ii.nts. 



PUBLIC LAW 'iJ-5/J, CAlLEI) f HE. PRIMCf A[l Df P[ibl|R[S T MA I ymi III 
[MOIIMED or III'' PURPOSE Al|[l USES 10 III MAUE OF IMili'WIIlN dial MM. 

ih[ DiPAPfHUi! of mi iay ha* (ilem fur isfoMioti pujhipid in mi'. 

iJUt S r I UMNA I R E- UNDER AUTtH)U| I Y W 5/ USC Jill, AS P[l|ini|l |N ni'NA', 
HHTICE MJII OF I/ APHIl I 1 )/ 1 .. lilt [NFlWllOH UllLfldEll Will. HE USUI 
O.H.f FOR IHEJ^UHPOSF O^tVEL0Pni6~A"'LTADLR^Hil' i TOl'^Sf; H! M'V !) ' 

iiiiiw]iiiil_AN[)jnjTTi[ wmm spiiiTwiitlE u'.fh m« soioiii 

ACCHtOfiAfRfN P'lJH'PiiSrsT - r ft I LUHE "TO (Willi Ilil''. i|iii:,H'nH!iA|H|' m 
fSABlLII* 10 Ml El li'. IPAININO Will'.. 



Will II tODII m Nt<l III lll[ IPiH ViV 



Ifour naw wi II lie seen only briefly by lAEd pi'rs.inoel duninj IH.. narl nn| nf .lit 1 It will In' v,c! I > ■ dib 'i' 1 nl 
other sourcfls. It dill then be ilisiarded and no n'cord nf rum's mil i'<ist, 



INSTRUCTIONS 



This form is divided intu four sections, Complete the fnrm independently of other persnnnel. 
Brief instructions for each section are given below. 



Section I BACKGROUND INFORMATION. This section asks for information concerning your educational, 
ifiTpersonal background. All information requested is considered to have w bearing un 
dctemininq necessary leadership training objectives. 

Section II LEADERSHIP JOB TASK ANALYSIS. This section deals with leadership functions that "A" 
' rchoTCructors/advisors My perform. Please read the questions across the top and answer each 
question for each function. Answer the questions from the point of view of what you personally do or 
think as an "A" school instructor/advisor. 

Section III CONTACTS AND COMMUNICATIONS. This section asks you about your contacts and 
cSlcitTMS with other conand personnel, When asked for average frequency of contact, please 
choose the answer that is most accurate. 

Section IV PROFESSIONAL ATTITUDES All!) UF.LIFFS. This sectie deals with attitudes or beliefs 
possiFlfrelatcd to leadership behavior. Please read the statements and indicate your 



After you have completed the form, please deliver it to the proctor. All survey data will 

Director 

Training Analysis and Evaluation Croup 
Attn : Leadership Study Croup 
Naval Training Center 
Orlando, FL 32813 
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srciiON i 

BACKGROUND INFORMATION 



idlmiiyiw; row NO. 

(he information col tinted in this section will assist in determining the degree to wh I ch personal background/characteristics should 
tn< niin;>n»«l 111 shaping leadership instruction. (Pill in or circle rnrmt answer), 



j. Nate/rating 

b. V» 

( . A)t! 

iJ. time In Sorvice (years completed) 

e. lime at this coitmanj (fifths completed) 

I, /cirs assigned a sea ihity billet (years completed) 

i), Months of service in a r omhjt /one (months completed) 

h. Highest number of individuals directly supervised prior to this assignment 

i. Number of r.hsses you have taught/led 

j, Did you volunteer for this assignment? ^5 
L Highest educational level attained (check one) 

(I) did not graduate from hlcjh school 

. (?) high si limit diploma or G. [. D. 

(1) some college or technical school (Civilian) 

(J) associate degree 

(M bachelor degree 

(6) graduate school, no degree 

(/) graduate si him 1, degree 

I, An> ymi enrolled in a [iart-t line nliu Jtiunal prugr ami MS 

hi, ll,iv r yon had in (Ml < nurse ! N f ' 

ii H w r ytm hid in [HI I fihiise.' ^ 
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SECTION I (continued) 

BACKGROUND INFORMATION 

o, How would you describe vour physical fitness? (Circle best choice) 

Excellent Good Satisfactory Fair , Poor 
p, Height? (inches) 
q. Weight? 

r, Which level of students do you routinely instruct/advise? 

s, Which level course do you instruct/advise? 
t, Which type billet do you currently hold? 



Fluet returnees 

Personnel enroute to first flo^t 
assignment 

A C 

Instructor (Group-paced) 
Instructor (Self-paced) 
MiliUry/lMrracks Advisor 
Other 



u. lime In Rating (months completed) 



f .i-IM II 



n^NMil' Jij!i IJ7 ,V|,Ui 



Ht|» Si 1*11'."!', ! f h'| 'I! , >■ ' ' ' |'i' 

||'\|.|Hl'l| !<l i.M|-|!r..ij Ml' |'». - |! / 

,J('h,|l iiU-Hi'. ji'!l pt| '',ffM»' I' r-i ' 

SWl'Wih i.f M ituitj' ' "T.l ,: 'l J 1 "' n ■ ''' 1 

infyllill in' » ni" !•■ t-- 1 '! '.'h. 1 1, 1 1 

ijnu^Jitd inti' ti t il'. *'-r ' r.i't 1 . i' I ' r Ir*. 
Jo W e*tfV. y* in'.«»'»'\ i»M*h' r'J" 1 I 1 ' 1 ' 

t r-V I nil !"■! V'h^'nr', h,,." t .>^ , • ».,t-"' 
jSf \UU Uyrw) ■ |'i I- M'n 



'•i !'•.■ i»"ij'\ i!''"jt I!"'! 

|fr* r hi', fr.li. -|.,r:r.| 



''J'H I, • U'.lM 
C ' l'i 1 V>lnn|!ly 

' I. 1 |H 1/ WfP'l 

Ml It flMl 



f 'it 1 ! Il till' ijilp i t",||,|(ir|i lh,|f \\\",[ 

y>i r 'Li") f i n *' i :.|H'ft ]M !<nn:| his 
i i j t ■ ■. M. f) vji ■ »",', ill )1 
" '/.( i' i .'!■!<! V'l' . 



Si in/ i 



') 'if no i)iMi"ih r .t'l'.HKc 

(i) 'if ViW l*;ni'h'|u« 

'4! ^h"r -[.ith'it 



C. For [hc.t.i'As with which y^u ire f.viilijr 
{.hivi I ht* nnp ri'spoiis* th.it h?s1 iWi tfif'S 
i|hh,iI imu' bith nhtifi yo>j j'jih'ssc'l I he 
htf ilijrlmj thfl fint fiht cl,w r , yiiu IpJ. 
If yon h^t» nwr pncjgntirH t hp t,^k 

(I) [ilrwv Diffi'uUy 

M] j'jme Jiff uulty 
Ml Wit 1 ' 

CO W 1 1 ri (i)fi f ,tilt i r,it)li' i'.iv> 



|i|ij/i)l .It |!»'fMi ('l'i lniH-iin i 1 

r'H'iip 1 1 l-i'i'i |f!|H hr.H Fl 
Mif'iMii.Jtmn it.ivit in.|lii|.j|l '.tiV'it'i in:| 
t*ii»ir i i;i,ihi!i|ii'\ 

VI f ,(i>'(. if ic tni'iifitj 'j".ii f . r, 'i 
tfiilni.iyll sluilnnls 

Inliirln i liss.'ti.iir.uk, unit 
.ihmit ijii it 'I'jjls 

5, tip Lhi N iv ^ vi'l '>'>( st i" | !» r h 
to ' ( tui!"iit f i 

6, Inp'iircnt my '>HH IiJpj'i ibOilt \ 
fPlnliM (fifln.N 'itviiiri]\ 
'iptijt to ww\ m i r li't l'i iji'l 

( 1 .1 r 1 • I' |tll , 'l rlll"*lt M^lllllil 
[Hfl.I'M 1 M'ljlll.lldlll', 

H.||iii |in |i \ M.jul ltillih; I'M', i'i' 

th.il ill r y t -i » +1 

pi'f fii>«i(i<] 

Hpw|ri| '.tuti^'its 
0 1 % i Ifli tic \\ \>\M; 

fl-jn 1 /' 1 f, l r ' M l! y 
it|ft|fi)l !i f 1 h'i'i i', 'i Ml [)'M 

flM] ( shjlMiif, ' |M-"| , r l 
i I. |IVi»SSI'iM, "\ , »> , |M , , ( " 
Inw If I ''J'' M'i 



il! l ' 1 i-n (S) 

il] '/i m m| isi 

m) [,') ;v (M 

(i) i/l :i) ill l'i] 

!1] (II '4| [')) 

el i.'! :n in 

(I) I,'] 111 Ml IS| 

(II C) It] Ml IS) 



Hi i,\ fi> Ml hi 
il! i;: mi Ml f,i 



ll) i/l Ml Ml I 1 )) 

in i.m (i) in :s] 

(I) i.'l M) n) (M 

Ml I.'l !'] M! W 

|l) f.M mi M) f.', 

(ii f, 1 ) mi (ii hi 



f/l (I) I] 



I) M> M) M| 

M 1:1 ii- Mi 



(I) 1/1 U) (1) (M 

(I) (.'I M| Ml hi 

U) l?t IJ) M) IM^ 

mi ci hi mi isi 



II) (4) (S) 



i;i id M) hi 



M CI Ml Mi IM 
I 1 I," Ml Ml (M 



H 

fl) 

n 

T 
3 

0 



V 
0 
1 
ft 

H 
01 
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SENIOR II 



LEADERSHIP JOB TA» ANALYSIS 



|) ( lighten cU»/unlt discipline when 
I see that my control is slippy 

14, Under unusudl condition', sonWimvS 
etceed limits of authority m order 
to doll stronqly with undesirable 
student behavior 

15, Iry new training techniques 

16, Under unusual conditions, wake decisions 
on my own when management guidelines 
are not clear to me 

|J, Ua alternative plans in case last 
minute changes occur 

IB, Request transfer of militarily 
troublesome students to other 
ratings 

19. Hold "rap" sessions as a wans of 
Identifying and solving student 
problems 

H). Call to division staff's attention 
any problem areas with which I'm 
having a lot of trouble 

21, Recomend changes to cowand 
procedures 

H In unusual .ituahons where 
guidelines don't apply take 
a chance fnr the good of my 
Students i; 

23, *5iie ud b situations anil do thinns 
to kerf from "blowing up" 



On the average, about how often 
du you perform this task during 
the training cycle of a typical 
class. 



Rarely or Never' 
(?) Occasionally 
(3) Fairly Often 
(4) Often 

(5) Very often 



(I) (?) (3) (4) IS 

(1) (?) (3) W (5) 

(1) (?) (3) (4) IS] 

(1) (?) (3) («) 15) 

(I) (?) (3) W (5) 

(I) (?) (3) (4) (5) 

(I) (?) ID («) (5) 

(I) (?) (3) (4) (5) 

(1) (?) (3) (4) (5) 

(I) (?) (3) W 1*1 

(11 (?) [I] W 15) 



[heck the one response that best 
describes how important doing this 
task is to the s uccess of in 
Instructor/advisor, 



Detrimental 

(?) Of no particular consequence 
(]) Of iome importance 
(4) Rather Important 
(5) Very Important 



ID (?) (3) W (5) 

(1) (?) 0) W (5) 

(1) (?) (3) 1*1 V 

(I) (?) (1) W iS) 

(I) (?) (3) («) (5) 

(1) (?) (3) W (5) 

(I) (?) (3) W (5) 

(1) (?) (3) (4) (5) 

(I) (?) (3) (4) ID 

(I) (?) (3) («) (5) 

(I) (?) (3) W (51 



For the tasks with which you are familiar 
check the one response that best describes 
general ease with which you addressed the 
task dur'-g the first few classes you led. 
If you nave never encountered the task 
leave blank. 

(I) Extreme Difficulty 
(?) Considerable difficulty 
(3) Some difficulty 
M) With ease 

(5) With considerable ease 



(1) (?) (31 [I] (5) 

(1) (?) (3) W [SI 

(I) (?) (3) (<l (51 

(I) (?) (3) W 1^1 

(I) (?) (J) 1*1 isi 

(1) (?) (3) (41 N 

(I) (?) (3) (4) (5) 

(II (71 (3) (4) (^1 

(i) (?) ()) (<) (51 

(I) (?) (3) W (51 

(1) (?) (3) (4) (5) 



ERLC 
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J4, Investigate (ill sides of a protilem 
before I dec id? to Jisr i?i me a sturtent 

ft. treat? opportunity to relax anil 
minimi during off duty houri 

tfi. 'et .in Piample fnr in) Undents 
in ml Htjry appearance 

?/, Mcitiv.itp fny students to do Ail 1 
vrmt without exceeding tta lint is , 
of my authority 

feaih M) Ippk 

Tdlk to large ijrouos of students 

JO, Talk to students one-on-nne 

]|. Dome wards and disciplinary 
procures *hicn are within the 
Units of iy authority 

J?, Incour-iiie students to tell m their 
PqIiIiw so I can help thw 

j], Prujftt ray voir? and/or avoid monotone 
speak i ng 

14. Hjke an effort to maintain a quod 
altitude about students 

15, Set df. eunspl? for students, that is, 
sno* the students 1 can do what 1 
tf*ll Lhcrn to do 



On t tie JH'M'li?, about \m often 
do you perform IMS task during 
fie triiinini] (ycle cl a typical 
class. 



(1) Rjrely or fiever 
(?) Unasiunally 
(3) rairlyi)ftpn 
[\\ Often 

(5) '/fry of ton 



(2| M) W li] 

[71 (J) (4) (5) 

(?) (J) W (J) 

(?) (i) ID (5) 



(I) (?) (3) W (51 
(II I?) (31 (1) (5) 
(il (?) 1,1 W 1^1 



(I) I. 1 ) 13] (4) N 

ID (?) [3] |4) (SI 

(D 1?) (J! Ill li) 

II) (!) (JI W (i) 



(liftk I lit (mi 1 n«,\imv. th,il l»''.t 
ilncrilifi li!* ipipurunl lining llii 1 
l,nl ii In llii 1 wn\ iif (in 
inunirtur/jii»i , ,uf, 



Oi'triiwnlil 

(?) 1)1 no pjrtiiulir iiiiiti'i|«i' 
[]] 1)1 iini 1 import jncp 
(4| rather important 
(i) Itry impurUiil 



l?l (3) (4| (il 

l?l 13) |<l 151 

(?) (31 |« M 

(?|. (31 10 151 



(?) [JI 

(?) ID 

(21 Ul 

(?) (3) 



If 
<M 
IS) 

(5) 



(I) I?) HI |«) W 

II) (?l H) (4) (5) 

(I) l?l (3) (41 15! 

(I! I?) (3) W (5! 



Iiii I In' lr.lt mill ahull ym ,Hr 
rhrtl II nn ri'tprati' t hit lirtl il'".u ilm 

ifili'lMl M'.p nilll nblili yiiij Ulilli'tti'il till 1 

tjtt i'jrini| tht hrtl In rlttwi fi M. 
II fiu hivr iii'vi'r hh iiinli'i nl llii 1 lr,l 

llMvi 1 Mjllk. 

(;] htrw 

(?) (O'lMili'U 

(I) imii; dill ii ul 1 1 
(1| lilt* MW 

|'j) Uith (nip'-iil»r,ililr i'iI'ii' 



(?) U! (51 



ID I?) Ul I'D N 

ID I?) |1| l<! N 

ID (?) (3) |4| W 

(I) I?) (31 (4) 151 

(D (?) (JI |<| M 

(l) (?! (II |4| dl 

il' I.M 111 111 Kl 



H 

fl> 

n 
3" 

3 
-I. 

0 
0) 
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SECIIN II 



IMffillP Jffl m MISI5 





, On the average, about ho* often 
do you perforn this task during 
the training circle of a typical 
class. 


8. Chock the one response that best t 
describes ho* important doing this 
task is to the success of an 
instructor/aft, 


for the (asks nilh which you arc faniliar 
check [lie uno response that best describes 
general ease mi th wh Ich you addressed the 
task during the first Iw classes you led, 
If you have never encountered the task 
be blank, 




[1] Rarely or Newer 

ULLflilUnil 1} 

|3| Fairly Often 
HI Often 
(5| Verjr often 


(1) Oetr total 

(?! Of (in nvlifuljr fwupoijpnrp 

[]) Of son fmporiancc 
H) Sillier kportint 
(i) Very important 


[l| Extreme Difficult/ 
[?) fnn^ldprsblp difficult 

|Lf W"J 'ill' 1)1/ *V M ■ ' ' ' WW 1 1 1 

(!) toe iillltull; 
HI With ease 

(S) Ullli roiuiilpritilp ease 


35, Give students individual 
1 true i i on 


[II 121 ID HI (5) 


HI HI PI HI PI 


HI |?l PI HI 111 


]/. Double ch«k to ensure that a 
studM thoroughly understands 

1 f 1 ilHflrl Hill \ (tt 

i\\\ffll UUUCi 


HI l?l PI HI PI 


(1) [21 HI HI PI 


(H (?) PI HI PI 


38. Give top students additional leadership 
rCjponSiDi IhiCS as iriiinnij prtHjrejw 


HI 1?) Ill HI 15! 


HI 121 (31 HI P] 


(1) 121 PI HI IS) 


39, FoIIm up on assigned duties Ld 
see that the Job Is done 
satisfactorily 


ID P) |]| HI (si 


(11 (21 PI HI (SI 


III 12! PI HI (SI 


40, Use ideas from student critique 
sheets 


1 W li\ Ml 1/1 l(\ 

(1) (2) (31 l<) (!) 


Ml (11 ill (Jl HI 

[l| VI 01 W 1*1 


111 l"i Ml iJl Kl 

I'J w v\ \v ni 


II T \\ mi Lai ILhl. IRA 1 Mil 

41, lell students when they are do J nq 
a good job 


in i*\ 1 1 1 111 tt\ 

II] |Z) (3) [4| (5) 


III fll /ll ik\ U\ 

11) k) 01 W |s| 


mi i?i mi iai in 
I'l I/J |J| CI PJ 


42, Assist j student *ho gets in 
trouble 


ID [21 111 HI (5) 


(1) (2) 13) HI 15) 


(1) [7| 1)1 HI IS) 


43, Analyze my class's/unites ability 
to make a jooJ lew 


II] (?) [)j (4) 151 


(1) 12) 0) HI N 


(H (?) PI HI HI 


44. Check strengths and rttoses of 
individuals to see how to best fit 
them Into the 'group* effort 


(1] (?) 1)1 HI (5) 


(1) (?) 01 HI 1*1 


PI (?) PI HI (SI 


45, Encourage students to take part In 
sports activities 


ID 1?) (3) (4) (SI 


(1) (!) 01 HI (*l 


!H (?) ill HI (si 


IS. [wage competition between classes 


!H (?) [1] HI !*) 


ID (?) 0) (4) (!) 


|i| pi PI HI (SI 



(e.g., current class n. previous class 



or between barracks) 



'.It I ION II 



IIAiiUaill' Jliii IA'1 ANAI 



'1/, [id mil \ li>fi In Inuvther 
1 p| help their Iwlliw, mho H»' l"V, 
£ .Untile 

•Hi, lnumrJi|e t Im/barMi^. >»"M In ! r y to 
Sillvp lh liriiMt.'W', Mure 'di'ifi'i 
10 w 

Efliiii|i.|i|»? i lil%^/b.irr wks unit to learn 
iMth ifFllviiliMl 1 ', %lrrni]ths jnd use 
t fieri to their ^v^ti'ie 

50, Assign projects (duties) to vritiM 
groups jnJ let 'jroup 1e.i«I»T 
assign responsibility 

51, let cUss/unit pretty mm h run itself 
when it is to] i good j"f> 

5?, Tell "sea st^rip'," 

53, Pljn ,ih*Mj vvprjl d.iys 
for i new cMv./unU 

54, Ka'n.' j list ol the wt important 
things to th first 

55, Hill? entries in .i notehtK* ol 
thlnq'j th-it happen so th.it 

it will he easier to 
trjir my ne«t c lass/unit 

56, Decide which military jrw/suhjuUs 
require tr,i i rt ing/rnned 1 At ion 



U" ^"'rj', \\wni\ how iifli-n 
'In yun per f mn this [,isl ilurinq 
I to lNiniiH| iyUe ul J typlt,!) 
rhss. 



( ' irely i;r fovt'r 
[.'! (liUSIwully 
1 1! fairly i)fh>n 



1 5) Vf r / often 



U*J HI Ml IJI 



mi in id is) 

(?) Ul Ml 15| 

(?) U) M] (M 

I?) 0) N| (5) 

l?l 131 H) (5) 

(?) 13) H| 15) 

(?) U) Ml 15) 



'•"'it I he mi!' n»,|iiii]M' lint ht",| 
'hi ilii'S linn ir.|mi|]ii| Hn 1 , 
h'A H Id thi' ',!iiii'v, of ,iii 
iii'itruitnr/jilvi'iiir, 



i'lr n'l'iitiil 

?l 111 I'll p ir'l I r u 1 ir ii»i',i>i|iji>nii' 
( 1) (I I ',Win imnirtjiiii' 
('1) hVw li:i|inr|,int 
(5) Very ityorUnt 



(I) (?) (3) (1) (5) 



ID (?) (J) 



HI Ml 151 



(I) (?) (3) 



(?) (3) 



(?) (3) HI (5! 



(?) Ml M! I'M 



I'm Ihc last^ Kith »lilih ynu ,ui' fjnlli.ir 
flint It* nn,' mpuM th.it Ih'M ilesmliin 
fwral inv with ninth )im jiMit'wi] the 
t -I sk ilui »ng Hip first fen (k'.\t\ you led, 
If you hive n«r <tm ountct ctl Hie Usk 
\nw b Link . 

(I) lilnw llllllinlly 
, (?) fDliMillTjIilc llllllinlly 
(i) '.iiw 'III Utility 
(1) With im\i- 

(5) With ionsidcr,i|ile cjsc 



ID Ml 



(I) (?) IJI HI 15) 

(I) (?) (J) HI (5) 

ID (?)■ (3) U!,(5| 

II) (?) IJI |l| (5) 

(I) -J?) (J) 14! |5| 

Ml (?) (i! Ml (5) 
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mmW JOB TASK ANALYSIS 



On the average, about how often 
do you perform this task during 
the training cycle of a typical 
claw. 



Harely or Never 
(?) Occasionally 
(J) fairly Often 
[il) Of trri 

(5) Very often 



[I, Check the imp response that best 
describes ho* Important doing this 
task is to t ( ie s uccess of an 
instructor/iilvisor. 



Detrimental 

[}) Of no particular consequence 
(]) w Importwe 
(4j I<h> Variant 
|3j important 



C, for the tasks with which you are Mllar 
check the one response that best describes 
general ease with which you addressed the 
task during the first few classes you led, 
If you have never encountered the task 
leave blank, 

(I) extreme Difficulty 

(?) Considerable difficulty 
(!) to difficult; 
(4) With ease 

(S) With considerable ease 



5/, Plan my instructional day m blocks of time 

58, Figure out ahead how much time to 
devote to various activities 

59, Anticipate major last minute chants 
to daily schedule 

60. Assist students in using their time 
to the best advantage 

61. Arrange for other instructor/advisor 
to take charge of class/unit for ptrt 
of the day 

6?. Renlace Student leaders when selected 
ones don't pan out 

63. Hatchtheje'JtDthcstuiH's 
abilities/potential 

54. Encourage students to give me 
feedback on problems they encounter 
in following my directions 

65. Revise orders *hen individuals w 
obviously fatigued 

66. Determine if class/unit is Vned out," 

6?. Pursue activities that enhance my 
own morale 

6(1. Oo southing specific to keep 
class/barracks unit morale up 



1) (?) (3) (4) (5) 

1) (?) (3) («) PI 

1) (?) (3) [4] (5) 

I) (?) (3) (4) (5) 

1) (?) (J) (4) M 

I) (?) (3) (4) [5) 

I) (?) (3) (4) (5) 

I) (?) (3) (4) [5) 

I) (?) (3) (4) (5) 

I) (?) (3) (4) (5) 

I) (?) (3) (4| (5) 

I) (?) (3) (4) (» 



(1) (?) (3! (4) (5) 

(I) I?) (3) (4) (5) 

(I) (?) (3) (4) (5) 

(1) (?) (3) (4) (5) 

(I) (?) (3) (4) (5) 

(I) (?) (3) (4) (5) 

(I) (?) (3) (4) (5) 

(I) (?) (3) (4) (5) 

(I) I?) (3) (4) (5) 

(1) (?) (3) W IS) 

(1) (?) U) CI (5) 

(I) (?) (J) (4) (5) 



(I) (?) (3) (4) [5) 

(I) (?) (3) (4) (5) 

(I) (?) (3) (4) (5) 

(1) (?) (3) (4) [5] 

(I) (?) (3) (4) (5) 

(1) (?) (3) (4) |5) 

(I) (?) (3) l«) (5) 

(I) (?) (3) (4) (5) 

(I) (?) (3) (4) [5] 

(I) (?) (3) (4) (5) 

(I) (?) (3) (4) (5) 

(I) (?) (3) (4) (5) 



0 



0 
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TASK AMI. 



ID 
H 



^liMfii, rap sessions) In evaluate 
ihss/lW'S uml morale 

/D Urn* ilifnit and analyze overall 
iliU/Urntkiiifiil discipline 

/|, LM'.pliy A 'jiwti JttituJe M-i|.irdTn« o f 
[Wiiiil prrtblm «r |iwr wp«M ti/ the 
class/barracks unit 

;> [lijlmtc %t <jftent s In si* "to" (h[ 7 c,ffl 
t on won? Wjionsihlr jobs 

/J. DiviijL' tv\[irMitji1il/ for SpinflC 
tramiiK] areas *itli other instruUor/ 
jilvisor (p.f)., military vs, iOAtfi") 

M. Gwp li'rfpnrjf control of iini>r 
ifiiliviikrSil/or chss/umt rmnH 

IS, (H'tjatc W authority tn wIpcIpJ 
^u.:H5 wed on reiJmew for 
greater respnnsibi 1 and pel i c y linti 

;[,, Analyze Murk on CDPpany 
progress 

>/, i-^ppft Stii'liint process in.^ 
inter Ml between cwund inspections 

fii, Let individual students liw h* 
*i>|| they an 1 doing in training 

/'). Ut the rlass/unit J5 a whnlp kirn* 
i. hi 4II it 's iloinq in tr*ir-si-g 



(111 til* 1 avl'iM'Jf, .li'Mjt NiH llflCtl 

ijO y(Hi |ii'rf nrn (his I ask iIih'Iik] 
tin- triinliii) rrc!' 1 ill i) I 
class, 



(1) Rarely or Hem 
I?] nirashiNflll) 
|1| lairlyllflen 
['I] HI li'ii 
(1) >. 

(II |?| H) Ii! |i) 

(11 lil U] I'll 15) 
(H (>] H) W ID 

(!) (?! 13] [41 |5I 
ID [?! 13) (1) ID 

(l) l?l [)) HI [SI 

(1) (?! !Jl |4) W 

(I] 17) [3! ('I HI 

(l| '7! HI HI (SI 

(II !?! HI M (51 

Hi !?■ Ul 'ii IS) 



Didl tin 1 mil 1 ii'Sinmse Ihat In 
ili'Strih'S litw infill Lint 'Iniii'i 

t,|Sk iS tl) till 1 SIKH'S', ft' J'l 

lnslfurliir/aiivlsoi. 



HctrlfPi'nlal 

{:) Of im parti'iilir ninsi'iiui'/m* 
(1| Of sour import wi 1 



It* Ifn 1 tasls with ahull yy .ut IihiiIi.ii 
(In'ili (he imr ir'^niisi' th.it k\\ ihinh'S 
imrrrtl piivp Mitt: whir h yuu uMicsSi.l IM 1 
hsl iliinni) tin' first lm' lasses pi IN. 
If yon ha vi? never pimhhiIhi"! I he List 
li'iivc blank, 



I'll l!,|ltirr 'iiimil.liit 
(i k rK liipiirtvit 



JdiTallie ihliKulfv, 
1.1*11' Jiff holly 
I'D with imsi- 

(V Wit! ,H.'i.iM 



(I) (/I (J) (-11 IM 

(I) |2I (J) (41 lil 

(1) (?) (31 (<) (U 

!D (!) ID HI IM 



(I! (?) 01 (4) lil 

(II I?) M HI C-l 

(II (?) Ill [41 ( M 

(11 i?) (J! m; 



CI (.11 111 (il 
(.'! IJI |i) IH 



[i) ci D! ;f iM 

;i| (:') ;i) I 1 ' 1 w 

'P (?) ,0 It! '/I 

.1' I'! Ml I 1 - 1 



H 
(0 

0 
j 

3 

j, 

0 
0) 
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Of! the jvi-fjin 1 , jlimil ho* old'" 
(In yiiii |n>i'|i)iin (his h\i iVIix] 
IV irdliilni) u< li 1 nf lyplul 



l link (lit 1 mil 1 H">|<[ii!' ) i' tint k\\ 
ihirllii", ho* iiiptanl (In I in] thr 
task Is Id llic miki",'! ol (in 



l.ii [li,' ui|h mMiIi fm in hHui 
ihni |tir inn' ii'^hi'im 1 tlMl hi 'hi ih'S 
i,rmTjl ullli KhMi |WJ I|iIh"mI'I Hip 
ink iht liii) (In 1 Hi 1 , 1 Ipm ' lw.i"i yni Ir'l 



ID 

N 



HO, Hatch stufcnt MinlortoonliT In 
jntklpate problems before they 
happen/occur 

HI. ConiparuprojrfHof «»(Wflit 
to couml slandards 

B. let 1 students An I 
*1th their performance 

J], Allow the use of specific (Alleys 
to students based on wllnj 
certain definite standards 

H, Go out of ^ way to conned a 
student for l 



15, We official recoroenJatlnns for 
recognition of eiefllary student', 

86. Assess stunts' persona) problems and 
' give adtfUe concerning best sol^tion(s) 

8/. Clye advice to less eiperienced 
Instructor s/adilsorS 

88. Set aside temporarily some aspects of 
ffly role as an authority figure and 
talk to a student as one adult to another 

85, listen to and eipatWiewiti) students 
concerning personal problems with limited 
advice jMnj 

50, Approach a student when 1 sense 
the or he has a problem 



Rarely nr Ni*ver 
[?] OKiisnjiialh 



|l) 'lilrimifitdl 



(I) htm [Jifikiilty 



(II (?) 



ID (?) 



HI (?l 



11 Kiirlpiflm 
II) Often 
(J) Very often 

1) |!) hi 

i) W HI 
Jl (41 ID 
II 10 W 

P) HI (5! 
(]] 10 15) 



(D IS) 



)) (II 15) 



3) (0 (5) 



(lillSI'illll'ill p 
mi' iiiif.nrl.iiiii 1 
Hither wprUnl 
\S\ i'cry ifii|)i)itiiN[ 



Ml Ml U\ K 



(i) (?) ID K) (Jl 



(i) (?) !i) l«l (SI 

(i! (?i C) HI (SI 

ID l?l D) H) lil 

(II I?) 01 (t) (5) 

ID (!) Oi (11 (S) 

ID |2) (J) Ml (S) 

111 !?) 0! HI (SI 



lini'iiiirniiir 
(I) tadl'liml'i 

H| UlUfHr 

|'i| ||illiiiii.'.i''*i.'Mfvi'i' 



Il| HI I'll 



(i| '.'I m ir HI 



('I IJI HI W 



(?) HI HI n 



"1 ;n Ml H! 



(D 

n 
y 

3 

n 

EU 



30 
(!) 
"0 
0 

1 
ft 

p 
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'II '..M|' 



»0 



f ,| ,| _ l,i,ir ; .: <l!|r |i 
, '! ■! ,','1,1-, "l ,| i III , H- 1 it 



... V"' ill HI ( >l Hi' f 1 1-| 

■ I'm ||r|i |, I 'i •V , ,li,).;l» 
,,rl i ■■ it-* 

''i i 1 -.'■ii.-i i'. r. ! *. u >: i ■ ■■'! !■ 

; .lV.' .:,!.'!.»', t" Mi- 1 i"" s ■ 
. V M'lmr, '"f M" 1 ilv.'i !»' |., 



ID 

n 
j 

3 

n 



t) 
0 
1 
rt 

H 

Ui 
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, Conduct eitn tough Inspection! designed 
to "shape up' the class/barracks unit 

10!, Cooperate and coraunlcate with 
other Instructors/advisors 

1W, Attest to see the student's 
viewpoint In settling disputes 

, Advise students concerning their perceived 
shortcomings In the Nawy and what tan be 
done to work within the system to Improve 
things or to cope with reality 

IDS, Change «y viewpoint alter considering 
the student's viewpoint 

107, Change my way of doing something when 
other Instructors/advisors or division 
staff members show »e a better way 

I0P. Explain future hardships of training/Navy 
life to students and tell then the 
difficulties they will encounter 

M, Admit my mistakes and (ipllin why 
they happened 

10. Eiplaln corrections to my mistakes 
as "changes' 

11. Analyze students' mistakes and 
give constructive criticism 

I!. Restrict my criticism to what can 
be used constructively 



LEADERSHIP JO TASK ANALYSIS 

On the average, about how often 8, Check the one response that best C, For the tasks with which you are familiar 
do you perform this task during describes how Important doing this check the one response that best describes 

the training cycle of a typical task Is to the success of an general ease with which you addressed the 

dajs, ' Instructor/advisor, ' task during the first few classes you led, 

If you hi»« never encountered the task 
leave blank, 



Rarely or Never' 
(2) Occasionally 
(3) Fairly Often 



HI (?) HI 

(I) |2] 111 If 

m hi HI H 

HI 12! HI H 

ID HI (1) H 

(I) HI ID H 

(I! HI U) H 

(I) (2) 13) H 

(1) (?) ID H 

Hi hi m i« 

ID (2) ID H 



(5| Very often 



15) 
IS) 

15) 
15) 

15) 



Detrimental 

(2| Of no particular consequence 
(J) Of some Importance 
(() lather Important 
Very Important 



(D I?) U) HI 

(I) HI H) HI 

HI (21 11) HI 

HI HI HI HI 

ID HI HI HI 

(D (?) HI H) 



(?) HI 

HI ID 

(?) Ill 

(?) H) 



E«treme OHflculty 
(2) Considerable difficulty 
(3) Some difficulty 
HI with ease 

(S) With considerable ease 



(?) 131 |1) HI 

(?l (31 HI (51 

HI (3) H) HI 

(2) (3) HI (51 

(21 131 HI (51 

HI (3) (1| |5| 

(21 (31 HI HI 

HI 13) HI 15) 

HI |3) HI 15) 

[21 H! HI 15) 

(?) (3) HI 15) 



H 

(D 
0 
3" 

3 

j> 

0 
0) 



JO 
ID 

•o 

0 
-5 
r+ 

H 

01 
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tit. PI, in nf wort tuit step by step 
Wort I proceed 

111, h^'ji notrs fifi "lessons learnt" to 
he lp when similar problems arise 
in future dasSCJ/bJrracU units 

Hi, KM an effort to give dimliiws 
i" \mmf understood by students. 
(Ihis may nean [Milan as well 
as livy terminology at different 
;iointi in thf> class/unit cycle] 

lit, jpejk art authoritatively in 
order to ikfionUrate to Undents 
my role as leader 

II/, Use "she* and tell" nhpii ijiiniMj 
directions to students 

HO. MdVe an e*tra effort to appear 
S?lf-3 r i5Ured to ft Stents to 
follow i*y directions 

119, ftn listening lo others, "filter 
0';t" information thai 15 not 
inportant 

!?0, Recognize when a student has a 
problem 

121. Distinguish which incidents I 
should piy attention to and which 
ones are tin important 

111 Pro/ide t^e for Students to cisruss 
their problems with rp 



fl. On the a^N'je, i'i',t how oltcn 
tin you pcifiirin this task durinii 
tramimj eye If of a typical 



il) toely cr toner 
|?| flrusHiiully 
(3) rairly Often 



Very often 



(?l P! W !S) 



id (?) hi m hi 



(I) l?l (31 |4| W 

(I) (?) 13) |4| !5) 

(I) l?j U! [41 (5! 

(II I?! 13] (41 (51 

(I) I?) 13] [4) lil 



O'.ciL the one response thai In 1 ',! 
ihinhes how in portent «ln 1 n-j this 
last is to the success uf an 
ii.strmtor/aiUisijrr^ 



IWr mental 

(?) Of no paitkiilar Liinsniijcou 1 
(1] lit' sot i.'Hportame 
|4) Rather irpurtanl 
[J] Iferj important' 



(II 1/1 (3) (4) |il 

HI (?) PI i«l N 

(II (?) (3) |4) W 



(H (?l (3) I'D hi 

11 (?l (3) HI 15) 

(H (?1 (3) M! N 

(H (?) (3) (4) 

(H CI W (4) |i) 

[I! I?) (3) (4) (!) 

HI CI (3) 14) (51 



I11 the \y}\ with n'H'h y\\\ ,»i tonliji 
ditd IH 11 inn- response that h-sl dni'nt"S 
MSi' wild wlili h I'hrssH III-! 
last d'iriru] the first frt iljsvs vim lei 
If yim h 1 never Piirrijiiti'n'J I ho \\\\ 
hit} Mini,. 

(I) l«trw Dlf f iC-lll v 

(.'] flillSliWdl;!!' dllfmjty 



(•1) Mthciv 



(/) (Jl |«) (51 



[I] (?) [II (1) |5] 

(i| (?) [31 (i| 15] 

HI (?) (31 (1) 151 

HI (?) in (4) IS! 

(1! (?) (J) (4) 15! 
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I?). Hur the student through Wore I 
jtirt to give Mil 

IM, "Senw" when there's some problem 
Affecting class/unit pt rfMC! 

(8. 'Go to bit' lor i? peopled they 
need ij back 1 ng 

126. Negotiate conflicts bet«w students 

IZ*. Help atuieets solve their dlssgreeaents 

libewiw el/or ^ tiitl * m 
Intoclors/rtlM and 1 disagree 

IB, Require my people to set to to 
to md tsllt over their disagreements 

|J), Discourage expressions of conflict 
between students |e,g„ bickering) 

131, GWe a 'pat on the hick" when I am 
particularly pleased with a 
students performance 

ffl, Wen the wort schedule Is hew, do 
sone ol the student's work 

!)]. Eipress openly my pleasure/displeasure 
Kith iistudent's behavior 



On tie average, about how often 



the 
class 



(!) tartly or tar 



tek the one response that best 
describes how important doing this 
task is to the success of an 
lilsoT" 



i particular consequence 
some Importance 
,1 lather Important 



(S) »eri often 



ID ID 



for the tasks with whkhyou are f»IHi r 
thtck the one response that best tarlbes 
general ease with which you addressed the 
tut during the first few classes you led, 
If jou hut never encountered the task 
lew blink. 



Considerable 



Villi east 

(S) kith considerable cas 1 



HI \D HI 



'.hiiomii 



ilii ynu Hurir. this U'lk iljnni) 
llin (niiiiin) tyi> of .I typical 



(I) Rarely iir Ni'W 
(?) (Juj^iiwully 
(]) f^ir^llIN 
[4J ijften 

(S) tfi-ry often 



(heck [lie oni' ri ir ifnni f ii' thit kst , C. 
iji'srnlii", firm Imjjflrtjnt diMit) tfm 
Usk IS (o tlrtf WUPSS of t )it 
I n r ,t rut If f Midyl^or, 



Detrimental 

(?) [Jf no (MrtlitiMr ronw<|«!*WP 
(J) Uf sw ifportiinie 
RjlliPr imjiiirhnt 
(M tyry mpnrlant 



or the tasksnith bfhicti you are familiar 
ht'd tlii» w rpspu' that best describes 
iniffiil easn with nMcfi you addressed the 
asK during (hp first leu elates yo ,J led. 
f you hdvp never cnrownlpwl the task 
pave blank, 

(I) LitwOiffitiilty 

(?) CmldtTiblHIfficiilly 
(.1) faeililfirulty 
(4| UilhiW 

(!- HlthionsiWileeasp 



1J1. Wp.Kt Pues'ilwly durlni] 
imru'nts nf eitrcme frustration 

IVl hen students not lo question my 
orders fir Intuitions 

IJf>. [ipUin «hy I find it nprnyry to 
ijiyp a certain urder 

I)/. We It plain to students wijt the 
ennspfjurnert ire for dlsobpyin'i 
my orders 

Ijfl. Pprsuidp students Id see things 
my Nly 

135. Me decisions which may hurt me 
or the class/barracks unit In the short 
run but arc the right thing to do 
nevertheless 

140. Divide training load with another staff 
number on the basis of training area 
(e,i] (( barracks, counseling, 
technical instruction) 

111, G We tenwary control of minor 
ind ivTfJujTand/or class tot 
iliscipllne to selected students 

HZ. Give adv ice to more enptMencPil 
instructors/advisors 



(1) (?) [J| W lil 

(I) (?) (31 |4) N 

(I) (?) (.11 |4| W 

(I) (2] Ul CO 15) 

(1] (?) W (0 (i) 

(1) (?) (3) (4) |i| 

(1) (?) 0) (4) (S) 

(I) I?) (J) (4) (S) 

II) (?) (3) (4) (5) 



(II (?) (J) (4| (5) 
(1] (?) (31 (4) (5) 
(1) (?) HI (41 (SI 



(1) I?) (3) (4) (S) 



(t) (?) I)) (4) |S) 



(I) (?) (3) (1) (S) 



(I) (?) (3) |4) |S] 



(I) (?) (3) 14] |S) 



(?) (3I 

(?) 13] 

(?) (3) 

(?) ID 



(5) 



(4) (5) 



(I) (?) ID HI (M 



ID (?) 13) H) IS) 



It) (?) |)| HI IS) 
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MCI ION II (cuntlniicil] 
IIAIIIHSHII' JOU TASK ANALYSIS 

141. IhtuA thf ff i vi' ireas whiih i.mst' you Uu» most difficulty In counseling/advising students. Circle those you counsel/advise on most often, 

Carver pldiimmi _ _ Homesickness 

Girl/lmyfriend trnuhli'S _ Rape/Rape Prevent Ion 

Vt) Prevention Racial 

financial 1 Abortion 

Harnaqe ._ Medical 

Military Attitude Military Performance 

Uniform Appearance „ Academic Performance 

Miw from Navy _ Family Problems 

Ip»j<iI Problems 

Drug Problems 

lack of Self-Confidence 

Son^e i»f "Betrayal" by Rec ru 1 ter 

141, Check the five most important methods that you rely on to tell you that you ore being successful as an instructor/advisor. 
Academic Performance Tests 
Military Inspection Results 
General Attitude of Class/Barrach Unit 

Feedback from Follow-on Class Instructors/Advisors (e.g., h C M School Instructors, Fleet Supervisors) 

Class/Barracks Unit Morale 

Verbal Reports from Individual Students 

Verbal Reports from Student Leaders 

Division Level Feedback 

Feedback from Other I nstruC tor s/Arfv1 so-*S 

K'edtnuk frnm Counterpart |nstru< tors /Advisors of My Class 

Ovenll Impression of Class (e.g., Uniform/Barracks Appearance) 

Flat) Awards 



128 



15, Hlut is tliffuriMit about sw.w 

in iui!!(i,iri f ,on to other Niivy liMih'Ship jobs you've li.nl! (upt ioriti 1 ) 
For Hi\w\\)k is tin! ini)<|)N ii'iii:e uf stwtails moro dial In 



'c fiiiin 1 itiirdly In mi "A M m 



IS tin* iiiilui'i 1 n! 



morn or 
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wm in 



On | hp tiwflf Am\\ how often dn you, ,is an ktmrlor, talk to the 
{ C ti c It* tlio wmkr that Imlluli'S your best aiwr) 



At least once: 



(e.g., ICPO, Admin i st rat ivc 
Personnel) 

q. towfld Master Chief 



(?) Weekly 

(J) [very two weeks 
(4) [very class/unit 



11 1 


lath student iiKl'vidujIlv 

li Ul M I » it'll i nil i f i wmm i i j 


(1) (?) 


(J) 


(4) 


(M 


K 
U , 


Othiir inOriif tnrWidvkors 


(1) (?) 


D) 


(4) 


(5) 




not associated with class/unit 










C, 


The class counterpart 


ID (?) 


(3) 


(<) 


15) 




inUruc tor/advisor 










■i i 


l)i vK Ion Officer 


0) (?) 


(3) 


(4) 






Division level Staff Personnel 


(1) (?) 


(3) 


(*) 


M 


f 

i , 


TrAlnlnn (Iff iiw 

1 1 u III IIVJ VI I III' 


(1) (?) 


(3) 


(*) 


15) 




^rhnnl fltr^r tnr /Dpn^r f mpnt Hpad 


(1) (2) 


(3) 


(4| 


(5) 


h, 


Corroding Officer/Executive 


(!) (2) 


(3) 


(1) 


(5) 




Officer, SSC 










I. 


General Hedtcal Personnel 


(1) (2) 


(3) 


(4) 


(5) 


j. 


Dental Personnel 


(1) (?) 


(3) 


(4) 


(5) 


k. 


Chaplains 


(1) (2) 


(3) 


(4) 


(5) 


1. 


Bed Cross Personnel 


(1) (?) 


(3) 


(4) 


(5) 


in- 


HRM/CAAC/Drug Exemption 


(1) (2) 


(3) 


(4) 


(5) 


n, 


Psychiatric Service Personnel 


(1) (2) 


(3) 


(«) 


(5) 


0, 


Career Counselor 


(1) (?) 


(3) 


10 


(5) 


p. 


Department Level Staff Personnel 


(1) (?) 


(3) 


(4) 


(5) 



Rarely or Never 



(I) (2) (3) (4) (51 
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\M IN IV 

iiwiiwHAi Ainniiii'. Ariu nit 111 



^ ii,,, |llirtrl tr.il lull: ill", IV ' 'I'll! ,.1 r ■ i " • I" »■« 



Ihr j'lll iWHI'l '.LllMllrlil' 



',!t >niijly 
III 1 , I |iiv 



iiiy i l.r.'./lnrui k i|inl 111 111. In In 
,11 hint' 'iiK i v\', in in 1 1 il ii i Hi'.j'n 1 1 mi 1 , 

||llt KUl^M't It Mill 
,\ I |,||| MUli IllHlfllll.lllly Hi .1 Vllll|U'MU(' 

,uii| i iin[i|>i il ii/p<" nivtrnNi'ini! mUi Mhi'i 
mIihii I iir.lnii In \/,1.Ul\iH '< 



I | ,|>t| wllllfi'l In lnl If *lMi -lulhi.i \U 

t cit my '.in'lt'iil'. 

I, I'hy.li.ll .iml/ni vnUl U-tr.i' lit i '.I'lJi'Nl 
I 1 , mhih'I Hiu M . »in.lvnlil.ilMi' 

S, My ln'h.ivlnr l'. i i|iwil iihiiIi'I for my 
\(tn|i i nt\ to lollnw 

fi, IhtTf .in' timi", wl-n I I Mul it im| 
to (iin!ri}l my iimillnns arouwl ">t ii-W'mIs 

/, It Is <mv\\m very ililf null In iHotr my ( ) 
lull jttt k nl inn tn in/ m\ hi'un'.i 1 il iu»r r .i)n.il 

|lM)|lll'fllS 

II, 1 .mi lomlorUhli! when UKiinj tu l-irqe ( ) 
ijroups of stmlrnh 

( l, Ailimmisliini) stents r .omi*l iiiim an ( ) 

uiilnrtuiutc nrt i ,4 iS i ty . 

10. hih nw '.tiiilnt Is an important "Navy ! ) 
person" ami I tHI her/him so rujht off 

11. I ijet too upset when ihif;i) r » ilon 1 1 jo .)s ( ) 
planned 

\l | reMr.lmy r l.is'./b.irrjck s unit for wd I ) 
pi'i-foniuw »■ rvi'ry iluuui 1 I id 

13, | ofti'fi fun it m'fP'.Sjry to ('^r f| I ) 
hi my daily scMule 



Minn<|ly 
iv limn I.iiii A'lfi'i 1 ^n' 1 ' 



(I f | | | ( ) ( ) |tu> M .it rim-rif IN I'd In till', '.n I 



( I 



i / 



I ) 



,111' i||",|i|lli'.1 HI 

umIIoii iiliimt 'il ludl mi 



ill HI' 



V 1 1" 



ilii'.wn 

! ,m<1 In 



iv I hey ill! 1 mil 
il In 1 iiiir.li'uiMl ii 

lllllllt UJlllflJlHl (Hill 

ill Answers will hi 
p ihtj tfiln tn! 

il hllll'S, 111 I he I' 

rrl hut your 



ib fur - 
I n, iini' 
, Slalmii'nts nl 
ies, AH i ml i - 

trnt yum 
( tu j I tl iiiUmi 
win! , I'lli't tiveness nl I ul iii r 
ff ImiiiIih \\\\ lie <Mih,iint'.l. 



Ir 
I hart S 



0 
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'!! Illlfi IV (limit <l) 

rminv.HMi Milium', and iiiiiii 



'itn)ii')ly 

IIKaqH'C Dhaqrei' llnmUld A jr re h\\n 



M, It l'i nllfn nimsary fur in hi pi 
dim Hons td stuMs morr IImii wire 

I!), hi <|iwal, in) "counterpart* aihI I .ire 
equally responsible for the successful 
training nl a tUw 

Id, II' s ilrlijhl to ilo a task myself >' 
t hi* student can't Jn It 

l/ p lly the time she/he ijradiiates. %t u^i^nt % hjivr 
1)11*11 trained to Aicept full responsibility 
for their actions as Navy people 

1(1, I hive tjenerally riprr lenceil positive results 
irfien I leave another staff mender In chary 
In my absence 

II Class leaders have too much authority for 
their experience level 

?0. I have enough authority to do my job 

?l. Shipmates (staff and/or students) respect 
my advice 

H Students don't seem to hesitate to come 
to me with problems 

?), Generally, I don't care about the quality of 
students; I can train them 

24 P I usually treat students like adults 

ft, It is important to me that my classes get 
barracks flag awards 

28, Ihe quality of students isn't what it 
used to be 

21, [motions sometimes interfere with my 
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'li .i, ,1, 

' ' M' 1 1 " ' '■ mI,,, . , 

.'■'I I M,i !., j . . t, H i t | . i , j ( , , , ( ( 

'ill in Ihli.k i Imi I, |.| t,,n- | ! ! 

"V"'* Hi t-r! lM l.'ih'l' .|l |i llliUpj 

HI 'ihl'll''' 1 , Mlfcit* * \ 1 II' I I", M I it | |, j j ; } , , , 

H'"""'l -I t» »v m,.,,. |I M 

11 M >' 'ri'llh-i nf l» MitifMii,,,. ,|H n |, [I [ j j i | | | „^ 

tint* '.Ui i t-y.fijl ih/ | r pi . fl) 

n 

V I I'M IN" lli-.f I ■ k ij>lH, , if i ; , J 

Mh / rti iV i 1 i nir.l it i 3 

II My wnil is tun! ffiien ".Mi'iih I | i i , i , i , . ^ 



I'l. 'uHllrl liH|t\ nlhi k ! IliSlllji liH\/.l,|y|^|i i |>|M 

hi "if In Vl|i I hew s.ilv»t ihrij i niif | ti 
with MuMr sn|i»'f h<i \ 
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01 



' 1 1 ' i ( ( ! X) 

ID 
13 
0 

IS. Hi'.! pinli|rm\ < i .i| v ,- tln^rlvi",, if | ) [ ) { 1 f \ ; i "1 

ynu ijlvi' tlifin I Htil' 

lh. 'Ml'llt', Hlhjlll Ihm* lln'l) h'iH|irlS It I ( ) i ) j i , i i i H 

lime Minn In hU mil I hi* ir illlfi'irin r\ 01 
with iviih nthi'i; l^irfnn', I iiMi,i)ly ^ 
Irl fhinijs jluiti* fiir Willi' 

V. Kmi "jrfH'r illy h,)vr In f)U*' ifciri' mn'.I.ItT [ | ( ] ( J ( ] j ] 

ill inn to tfijmrn stii'lnit', tn'i .luv iwn ,i r «■ 
ninn 1 nMltiml 

When (OTuttH, i.ff duty mk mlcr.ii tli>n ( ) ( ) ( ) (I ( ) 
bt'tuwi slilff fiU'if*;i»rs .Mnl ttij'linU (of j 
persona I mliire) shmiM mil .ipprw l.jhly 
jffl'i! trjiniiH] .in-l/or ill '.tip line 

V). ',tjff immluTS' mi- tMdri.l ! I y >Mlnj v^f i>f ( ) | ) ( ) | | , j 
-I sImk stiith'nt'i 1 wuili | or liim/hrr i'fvn jr ( |.jr, 

(Olll'H tit I I'll. 



40. I can express my pleasure/displeasure with 
' a students' behavior and still maintain 

my professionalism 

41. It Is unprofessional to let a student 
know you are pleased with his success 
by such behavior as stopping him/her 

, on the back or showing excitement 

42. Hy students know I will support them no 
natter what 

43. I don't tolerate students questioning my 
orders or Intentions 

44. I usually can persuade students to see 
things my way 

45. Hale students sometimes misinterpret 
female staff members' professional 
atteotlon/help/dlsclpllneas personal 
friendship/Interest 

46. Extra tough "shaping up" Inspections are 
Important In the training of "A" school 
students 

47. Student HAAs have too much authority for 
their experience level 

48. I may respond differently to the same 
behavior depending upon the Individual 

49. I am successful at finding ways to reward 
students for doing a good job 

50. When I first came here my command presence 
needed polishing 



SECTION IV (continued) 

PROFESSIONAL ATTITUDES AND BELIEFS 

Strongly Strongly 

Disagree Disagree Uncertain Agree Agree 

(I I) I)' 0 I) 

I) 0 0 0 I) 

0 0 0 0 0 

0 0 0 0 0 

(J 0 0 0 0 

0 0 0 0 o 

0 0 0 o u 

0 o o o o 

0 0 o u o 

0 o o o o 

0 (I o o, u 
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APPENDIX D 

COMPETENCY SCALE CONSTRUCTION PROCEDURES 

Competency scales were constructed in two steps. In the first step, 
survey items about RCC and "A" School instructor leadership behavior were 
classified as representing one of 25 competencies. The frequency of 
performance was used as the empirical basis for the competency scales. This 
was based on the belief that behaviors that are part of the same domain of 
leadership activity should occur with similar frequency. Thus, a priori 
classifications of items were used to establish the initial version of the 
scales. Scale frequency scores were calculated by taking the mean frequency 
for all respondents of all the items constituting a competency scale and 
assigning that mean value as the frequency of performance score for that 
competency. Scales measuring the other attributes of competencies (i.e., 
importance and difficulty of performance) were computed in the same manner 
based on responses to the appropriate questions. 

In the second step, a step-wise item analysis was used to determine 
which items contributed to the reliability of the scale. This procedure 
involved first calculating Cronbach's (1951) coefficient alpha for the 
entire a priori scale using the RELIABILITY procedure in Hull and Nie's 
(1981) Statistical Package for the Social Sciences (SPSS Update 7-9). The 
alpha for the scale with each of the items removed and the correlation of 
each item with the sum of the remaining items were also calculated. The 
rules for item exclusion were fairly simple. Any item with a negative or 
low positive correlation with the rest of the scale was excluded. Any item 
whose removal increased the coefficient alpha of the scale appreciably was 
retained. This procedure was repeated for the remaining sets of items until 
no items seemed appropriate for removal or until the scale was determined to 
be unsalvageable (i.e.,, did not achieve an alpha of 0.55 or greater). 
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APPENDIX E 

MISSION OF RECRUIT TRAINING, FOLLOW-ON BASIC TECHNICAL TRAINING 
AND THE INTEGRATED TRAINING BRIGADE 

RECRUIT TRAINING 

The mission of Navy Recruit Training is to provide 
indoctrination and orientation ■ in basic skills and know- 
ledge for newly enlisted naval personnel which will 
enable them to make the transition from civilian to the 
Navy environment as dedicated and productive members of 
the United States Naval Service, and prepare them for 
follow-on specialized training.! 

FOLLOW-ON BASIC TECHNICAL TRAINING 

The mission of a Service School Command is to admin- 
ister those schools assigned by the Chief of Naval Educa- 
tion and Training. ..in order to prepare (personnel) for 
early usefulness afloat in their designated specialty...^ 

INTEGRATED TRAINING BRIGADE 

To provide the military organization traditional in 
the Armed Forces of the United States and a General 
Military Training Program for selected CNTECHTRA activity 
students which will ensure that strong motivation for 
Naval Service at sea or ashore is 'inculcated into each 
student by enhancing and building upon the foundation of 
discipline and military training laid in Recruit 
Training. To this end, the Integrated Training Brigade 
shall: 

a, Foster patriotism and the desire for service 
to the nation in the Navy. 

b. Instill high standards of military bearing, 
conduct, and personal responsibility. 



! Chief of Naval Technical Training, Curriculum Outline for U.S. Navy 
Recruit Training , X777-7770, December 1981, NAS Memphis, MiVhngton, TN. 

2 SERVSC0LC0M0RLINST 5450. 1A. Standard Organization Manual. 
(Follow-on basic technical training occurs at a variety of commands but 
mission statement of SERVSCOLCOM, Orlando, is considered typical of the 
missions for follow-on basic technical training sites.) 
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MISSION OF RECRUIT TRAINING, FOLLOW-ON BASIC TECHNICAL TRAINING 
AND THE INTEGRATED TRAINING BRIGADE (continued) 

c. Teach and develop the desire to observe naval 
customs and traditions. 

d. Develop pride in the Navy and unit. 

e. D romote physical fitness. 3 

3CNTECHTRAINST 5453.2, Recommended Standard Organization and Regulations 
Manual for the Integrated Training Brigade , Chief of Naval Technical 
Training, NASTMemph i s , Mi llington, TN. 
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APPENDIX F 

niNn-TONS AND DUTIES OF RECRUIT COMPANY COMMANDERS AND ITB 
F COMPANY "A" SCHOOL INSTRUCTORS PERFORMING 

MAJOR LEADERSHIP ROLES) 

RECRUIT COMPANY COMMANDERS 1 

When assigned to lead a company, the RCC is responsible 
for the following duties and functions: 

1. Receives and forms the company and provides an 
initial indoctrination 

2. Organizes the administration of the company; 
selecting and instructing recruit petty officers; 
instructing unit on proper watchstanding procedures, 
liberty policy, and RTC/NTC regulations pertaining to 
recruit activities 

3 Conducts and supervises administrative 
activities, including use of forms, records, and reports 
required for the recruit training program 

4 Monitors the current master training schedule, 
ensuring that the company is present for all scheduled 
activities 

5 Establishes company discipline, in accordance 
with RTC standards of individual and group behavior, and 
initiates corrective action in instances of violations 
and deficiencies 

6. Provides individual and group instruction of 
recruits in the following subjects: 

RTC watchstanding 
Military courtesy 
Personal hygiene 
Barracks orientation 
Barracks sanitation 
Daily routine 
Clothes folding/stowage 
Uniform wearing 
Basic military drill 
Competitive system at RTC 
Bunk makeup 

Recruit training unit orientation 
RTC/NTC rules and regulations 

1NAVCRUITC0M0RLINST 5400.1, Company Commander's Guide_, Recruit Training 
Command, Orlando, FL 
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FUNCTIONS AND DUTIES OF RECRUIT COMPANY COMMANDERS AND ITB 
COMPANY COMMANDERS (AND "A" SCHOOL INSTRUCTORS PERFORMING 
MAJOR LEADERSHIP ROLES) (continued) 

7. Conducts or supervises recruit physical 
conditioning program. 

8. Prepares the company for evaluations and 
inspections. 

9. Provides guidance and counseling for recruits, 
referring them to appropriate activities for assistance 
with personal problems as necessary. 



ITB COMPANY COMMANDERS 2 

The ITB Company Commander shall: 

1. Execute the daily routine for the company as 
prescribed by the Regimental Commander/OIC and higher 
authority. 

2. Conduct the approved General Mi litary Training 
Program as planned and scheduled by the Regimental 
Adjutant. 

3. Maintain the military training records of 
assigned company personnel. 

4. Submit training reports to the Battalion 
Adjutant. 

5. Conduct the Physical Training Program for 
assigned company personnel. Maintain the individual 
records of physical training. 

6. Muster, form up, and march assigned company to 
and from classes, meals, and other evolutions prescribed 
by the daily routine of the company. Submit muster 
reports to the Batallion Adjutant. 

7. Conduct personnel, unaccompanied enlisted 
personnel housing (UEPH), security, sea bag, and other 
inspections as directed by competent authority. 



2CNTECHTRAINST 5453.2, Recommended Standard Organization and Regulations 
Manual for the IntegrateOrain ing^FTga?e , 15 SeptemberT980, Chief of 
Technical Training, NAS Memphis, Millington, TN. 
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FUNCTIONS ANH DUTIES OF RECRUIT COMPANY COMMANDERS AND ITB 
cK^^^ "A" SCHOOL INSTRUCTORS PERFORMING 

MAJOR LEADERSHIP ROLES) (continued) 

8 Participate in the administration of the 
Uniform Code of Military Justice by screening company, 
personnel placed on report and making recommendations 
for disposition of offenses. Accompany assigned 
personnel to Captain's Mast or Of f icer-in-Charge Mast. 
The responsibility for screening offenses may not be 
delegated to the Assistant Company Commander. 

9. Assign Extra Military Instruction in accordance 
with local directives on appropriate cases and record 
EMI assigned. Authority to assign EMI may not be 
delegated to the Assistant Company Commander. 

10 Maintain, a log of members of his company who 
are assigned restriction and/or extra duty or EMI in the 
company UEPH. 

11 Ensure the day-to-day cleanliness, storage, 
and neatness of assigned UEPH spaces and exterior areas 
assigned to the company. 

12. Submit vandalism reports to the Batallion 
Adjutant. 

13 Promptly process special requests of assigned 
company'personnel. Action on request chits should be 
completed and the requester notified of results within 
twenty-four hours of submission. 

14. Maintain a master log of theft reports. 

15 Provide guidance and counseling on personal, 
military, and administrative matters to assigned company 
personnel, placinq emphasis on preventing problems by 
timely involvement when possible. The Company Commander 
must continuously encourage assigned personnel to come 
forward with problems before a disciplinary, academic, 
or emotional crisis ensues. 

16 Present' at all times the highest standards of 
military integrity, appearance, bearing, courtesy, and 
pride in service as a personal example to all student 
personnel . 
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FUNCTIONS AND DUTIES OF RECRUIT COMPANY COMMANDERS AND ITB 
COMPANY COMMANDERS (AND "A" SCHOOL INSTRUCTORS PERFORMING 
MAJOR LEADERSHIP ROLES) (continued) 

17. Maintain the master key for company berthing 
spaces and a log of changes to room locks and new keys 
cut. 

18. Issue refund applications to the company 
member for money lost in NEX dispensing machines. 

19. Initiate requests for unit funds and special 
services gear for company parties. 

20. Visit all hospitalized trainees assigned to 
the company. 

21. Perform such other duties as may be assigned. 
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APPENDIX G 



NAVY OFFICERS AND SENIOR PETTY OFFICERS INTERVIEWED 



Echelon 

Chief of Naval Operations 

Deputy Chief of Naval 
Operations (Manpower, 
Personnel and Training)/ 
Chief of Naval Personnel 

Chief of Naval Education 
and Training 



Chief of Naval Technical 
Train ing 



Commander, Naval Training 
Center, Orlando 



Commanding Officer, Recruit 
Training Command, Orlando 



Officers and Petty Officers Interviewed 

Master Chief Petty Officer of the Navy 

Director, Total Force Planning Division 
Director, Human Resource Management Division 
Fleet Master Chief for Shore Commands 
Chaplain, Family Support Programs Branch 

Principal Deputy, Chief of Naval Education 

and Training and Chief of Staff 
Force Master Chief 

Special Assistant for Human Resource 
Management 

Assistant Chief of Staff for Recruit and 

Special Training Operations 
Recruit /Apprentice/Officer Indoctrination 

and Warfare Training Officer 
Chaplain 

Other Selected Staff Members 

Chief of Naval Technical Training 
Command Master Chief 

Assistant Chief of Staff for Air Warfare 
and Recruit and Apprentice Training 

Commanding Officer, Naval Management 
Schools Group 

Other Selected Staff Members/ 

Commander, Naval Training Center 
Command Master Chief 
Staff Judge Advocate 
Marine Corps Liaison Officer, 
Naval Training Equipment Center 

Commanding Officer 

Executive Officer 

Command Master Chief 

Director, Military Training Department 

Leading Chief Petty Officer, 

Military Training Department 
Military Evaluation Division Officer 
Human Resources Management Officer 
Leading Chief Petty Officer, 

Company Commander School 
Thirty Selected Company Commanders 
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NAVY OFFICERS AND SENIOR PETTY OFFICERS INTERVIEWED (continued) 



Commanding Officer, Service 
School Command, Orlando 



Commanding Officer 

Executive Officer 

Command Master Chief 

Director, Basic Electricity and 

Electronics School 
Torpedoman "C" School Division Officer 
Career Counselor /Curriculum Instructional 

Standards Officer 
Sixteen Selected "A" School Instructors 
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APPENDIX H 

OTHER SERVICE OFFICERS AND NONCOMMISSIONED OFFICERS INTERVIEWED 



Service 
Army 



Marine Corps 



Air Force 



Personnel Interviewed 

Initial Entry Training Director and Staff, 
DCS Training - ATTG, U.S. Army Training and 
Doctrine Command, Fort Monroe 

Operations and Training Staff, 

U.S. Army Training Center, Fort Jackson 

Company Commander, 4th Combat Support Training 
Brigade, Fort Jackson 

Battalion Sergeant Major, 4th Combat Support 
Training Brigade, Fort Jackson 

Drill Sergeant, 4th Combat Support Training 
Brigade, Fort Jackson 

Marine Corps Liaison Officer, Naval Training 
Equipment Center, Orlando 

Commanding Officer, Recruit Training 
Regiment, Marine Corps Recruit Depot (MCRD), 
Parris Island 

Executive Officer, Recruit Training Regiment 
MCRD, Parris Island 

0fficer-1n-Charge, Drill Instructor School, 
MCRD, Parris Island 

Sergeant Major, Drill Instructor School, 
MCRD, Parris Island 

Senior Leadership Instructor, Drill Instructor 
School, MCRD, Parris Island 

Drill Instructors, Recruit Training ..Regiment, 
MCRD, Parris Island 

Operations Officer, Basic Military 
Training School (BMTS), Lackland AFB 

Squadron Commander, BMTS ,j Lackland AFB 

Commandant, MTI School, BMTS, Lackland AFB 

Military. Training Instructors, BMTS, 
Lackland AFB 
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APPENDIX I 

RFVIEW OF MILITARY LEADERSHIP COURSES 

Seven relevant military leadership courses, or course segments, were 
identified and reviewed. They were the: 

Leading Petty Officer (LPO) LMET course 

Leading Chief Petty Officer (LCPO) LMET course 

Past Recruit Company Commander school leadership training 
materials 

Human Behavior and Leadership Nonresident Career Course (NAVEDTRA 
10058. B) 

U.S. Marine Corps Drill Instructor School leadership training 
course segments 

U.S. Army Drill Sergeant School leadership training course 
segments 

Computerized Evaluation and Training System (CETS). 

Three of the ■ courses were selected for further detailed analysis because 
each met the condition of (1) systematic design and (2) focus on the 
intended student population (mid and/or senior level Navy petty officers 
and/or Navy recruit company commanders). Th^se were the LPO LMET course, 
the LCPO LMET course and the CETS. The LPO and LCPO LMET course were 
grouped together in this analysis due to their similarity in curriculum and 
method of instruction. Other service IET leadership training was examined 
in order to determine general instructional techniques and the manner in 
which leadership training was integrated with other job preparatory 
training. 

LPO AND LCPO LMET COURSE REVIEW AND ANALYSIS. The LPO and LCPO LMET courses 
are 10-day leadership and management courses specifically designed for Navy 
petty officers or chief petty officers, respectively, who are en route to 
fleet assignments as LPO/LCPOs. The instructional content is essentially 
the same for each group but with application exercises and peer/student 
milieu controlled to maximize learning. The instructional content is based 
on the following set of sixteen competencies organized into five groups 
which research (Klemp, Munger, and Spencer, 1977) has shown to be those 
competencies which distinguish superior Navy leaders from the average 
performers : 

Concern for Efficiency and Effectiveness 

Setting goals and performance standards 
Taking initiative 

Management Control 
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Planning and organizing 
Optimizing use of resources 
Delegat ing 
Monitoring results 
Rewarding 
Disc ipl ining 

Skillful Use of Influence 

Influencing 
Team building 
Developing subordinates 
Exercising self-control 

Advising and Counseling 

Expressing positive expectations 
Expressing realistic expectations 
Understanding 

Conceptual Thinking 

Conceptual izing 

The LPO/LCPO LMET course design followed systematic development 
procedures'. One hundred eighty-two Navy leaders from mid-level petty 
officers to senior 'officers comprised largely of fleet personnel from both 
Atlantic and Pacific fleets were interviewed extensively concerning their 
own leadership behavior — good and bad. Systematic analysis of interview 
data produced 27 competency areas that accounted for much of the difference 
in superior and average leadership performance of the individuals 
interviewed. During the course design process the 27 competencies were 
consolidated into the 16 cited above for ease/clarity /appropriateness of 
instruction. 

To help determine the relevance of the LPO/LCPO LMET course for 
training unit leaders . involved in the early military training of new 
sailors, 281 RTC, Orlando, RCCs and 89 SERVSCOLCOM, Orlando, instructors 
were surveyed Approximately 21 percent of current R,CCs and SERVSCOLCOM 
instructors had, at the had, at the time of the survey, completed the 
LPO/LCPO course. Because of sample size considerations, an assessment was 
made of the LPO/LCPO course only as it applies to RCCs. For this purpose, 
peer and staff performance data for all RCCs were collected as presented in 
the body of this report. Performance assessments were made of 281 RCCs. 

Rate and gender data were collected in order to assess the interplay of 
course completion and these variables on performance as RCCs. 

Table 1-1 presents the frequencies of RCCs who fall into one of the 
three performance levels by gender, rate, and LMET course completion. 
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from table 1-1, it. appeal-, that a disproportion* to number of both men 
,„id women P0?s who did not romplot.fi an LMET course are rated as below 
averaqo. 



TAIM 



FREQUENCY OF THREE LEVELS OF PERFORMERS 



Gender 



WOMEN 



MEN 





AMONG LPO/l.CPO 
NONCOMPLETERS 1 


LMET COURSE COMPLETERS AND 
OR MEN AND WOMEN RCCs 






LMFT 
Course 
Completion 


Levels of 
He low Average 


Performance 
Average Superior 


PO? 


NO 

\r r" c 

YES 


14 

2 


19 

8 


2 
1 


POl and 
a b o v o 


NO 
YES 


6 
0 


30 
8 


9 

2 


P02 


NO 
YES 


10 

0 


8 
1 


0 
0 


POl 


NO 
YES 


8 
0 


23 
8 


9 
1 


"PO and 
above 


NO 
YES 


7 

2 


46 
21 


12 
4 



The effect is statistically significant overall (X 2 = 42.40 df ■ 18, 
p<.001). 

Thus, there is an indication that prior LMET course completion may 
benefit junior or less experienced personnel, particularly by reducing the 
number of below average performers. However, this study was not designed to 
evaluate the effectiveness of LPO/LCPO -LMET. Therefore, the primary use of 
these findings should be to assist in the design of an RCC and ,r A" School 
instructor LMET course. In particular, this finding suggests that the 
primary benefits of LMET may be realized among less experienced junior 
personnel and that the competencies taught in the LPO/LCPO LMET course may 
be relevant to the job of an RCC. 

CETS REVIEW AND ANALYSIS. CETS was a multi-media self-paced computer 
assisted training program designed to improve RCCs' leadership and human 
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relations skills. The CETS training was designed, tested and briefly 
implemented at RTC, Orlando from 1975-1978. The conceptual framework of the 
training was theoretical and involved a priori classification of effective 
leadership behavior into three general job competencies. 

setting goals 
giving instructions 
providing feedback 

The methods for accomplishing those competencies were grouped into two 
basic areas for instruction. 

' being clear 
being motivating. 

Being clear involved teaching those behaviors designed to help subordi- 
nates overcome deficiencies in knowledge and emphasized being concrete, 
timely, and clear. 

Being motivating involved behavior formulated to help subordinates 
overcome deficiencies in execution and included being reasonable, relevant, 
considerate and human. 

The course design contained principles of industrial/organizational 
leadership judged by the course developer to be important skills for the RCC 
to possess. Considerable adaptation of materials to the particular student 
gro'jp was made after extensive interviews with job incumbents. Some 
conflict between students' perceptions of role success and course design 
perceptions was evident and acknowledged. 

Student performance was extensively evaluated on the basis of training 
skill performance, on-the-job performance and company performance. Based on 
test results, the skills taught to a group of RCCs with CETS techniques were 
learned to a higher level than a control group in 14 of the 19 modules. No 
significant differences were found between graduates and nongraduates in 
actual on-the-job performance and in the performance of their companies on 
standard training measures. Measures of recruits' attitudes toward and 
perceptions of their RCCs behavior did reflect positive differences (better 
recruit attitudes and higher reported frequency of trained behavior in RCCs) 
in companies whose RCCs had received the training. The data did suggest 
that some erosion of RCC leadership training effects may have occurred as 
RCCs came into contact with nonCETS-trai ned but more experienced RCCs. 

Subsequent instructional design improvements in CETS contained 
extensive use of video tapes of actual RCC-recruit interactions displaying 
use/nonuse of the skill under instruction. In addition, an experimental 
individual RCC diagnostic and remedy! training capability was developed 
through the use of computers baser] on company performance and attitude 
data. 

While the efficacy of the course in terms of improving standard 
measurable performance of RCCs was not established, the course assessment 
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did demonstrate that computer assisted instruction in some areas of 
leado ship or human relations training can effectively teach behavioral 
skills which carry over into the recruit company environment. An important 
observation was that training designed from a largely theoretical framework 
can run into "acceptance" problems among prospective RCCs. 

OTHER SERVICE IET LEADERSHIP TRAINING. Two' features of other service IET 
staff leadership training were noted. Regular use is made of short 
videocaped vignettes of typical leadership problems for students' reaction 
and discussion. In addition, other service IET staff leadership training is 
a regular segment of the required job preparatory training and is taught by 
regular trainers who teach other segments of the training as well. 

SUMMARY Prior completion of an LMET course, even with its fleet 
orientation, may be helpful to junior RCCs. Consequently, the 16 basic 
competencies taught in the LPO/LCPO courses may comprise a rough benchmark 
for development/specialization of an LMET course for RCCs. The CETS 
training demonstrates that instructional systems/media such as computer 
assisted instruction and video tapes can be effective in teaching RCC 
leadership techniques. The problems associated with student acceptance of 
CETS training material points to the requirement to use materials designed 
to teach successful performance as defined by actual successful performers 
and approach importation of theoretical leadership constructs from outside 
(i.e., nonmilitary) sources with care. Other service IET staff leadership 
training supports the use of videotapes of leadership problems as a teaching 
technique. 
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APPENDIX J 



DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT 
COMPANY COMMANDERS AT RTC, ORLANDO 
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DEMOGRAPHIC 


PROFILES OF MEN 


AND WOMEN 


RECRUIT 







COMPANY 




COMMANDERS AT RTC, ORLANDO 




Rate 




Rel. 




Rel . 


— . 


Men 


Frequ. (%) 


Women 


Frequ . 




Por 


Tg 


11.0 


47" 


44.3 


POl 


54 


31.4 


48 


45.3 




CPO 


56 


32. 6 


9 


8.5 




SCPO 


30 


17.4 


0 


0.0 




MCPO 


12 


7.0 


0 


0.0 




Mi ss i ncj /Unk nown 


1 


0.6 


2 


1.9 




Total 


IT? 


100.0 


tub 


TUOTU 








Rel. 




Rel . 




Rating Group 


Men 


rrequ . {%) 


Women 


Frequ . 


[%) 




12 


18.6 


3 


2.8 


Ordnance 


15 


G 7 


O 

C 






E 1 ectron ics 


1 


U . u 


o 
c 


1 A 

l . y 




Administration 


17 


Q Q 

y . y 


by 


ob . 1 




Engineering 


53 




3 


2.8 




Construction 


6 


0 c 
J- D 


U 


0.0 




Av iat ion 


29 


16. 9 


1 A 

14 


13.2 




Mi ssi ng/Unknown 


19 


11.0 


13 


12.3 




Total 


IT? 


100.0 




"TOO 








Rel . 




Rel . 




Age 


Men 


rrequ . (%) 


Women 


Frequ . 


(*) 


25 or younger 


T5 


9.3 


24 


22.6 


26-30 


35 


OA A 

20. 4 


51 


48.1 




31-35 


47 


27. 3 


20 


18.9 




36-40 


54 


31.4 


8 


7.5 




41 or older 


20 


11.6 


3 


2.8 




Total 


m 


100.0 




100.0 




Years In 




Rpl 




Do 1 




Servi ce 


Men 


Frequ. {%) 


Women 


Frequ . 


(%) 


4 or less 


~~ r 


0.6 


4 


3.8 




5-8 


34 


19.8 


71 


67.0 




9-12 


31 


18.0 


17 


16.0 




13-16 


30 


17.5 


6 


5.7 




17-20 


46 


26.7 


7 


6.6 




21 nr more 


30 


17.4 


1 


0.9 




Total 


17? 


TOOTTJ 


roe" 


100.0 
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DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT 
COMPANY COMMANDERS AT RTC, ORLANDO (continued) 



Months of Duty 
at an RTC 



7T6" 
7-12 
13-18 
19-24 
25-30 
31-36 
37-42 
43-48 

49 or more 
Total 



Years 
S ea Duty 
— Di 

1-2 

3-4 

5-6 

7-8 
9-10 
11-12 
13-14 
15-16 

17 or more 
Miss ing/Unknown 

Total 



Months 
Combat Duty 



0 

1-12 
13-14 
15-25 
Total 



Re 1 



Rel. 



Men 


Frequ. {%) 


~~I 




1 


0.6 


27 


15.7 


31 


18.0 


27 


15.7 


30 


17.4 


20 


11.6 


24 


14.0 


6 


3.5 


5 


2.9 


0 


0.0 


T72 


100.0 



Rel. 



Men 


Frequ. {%) 


87 


50.6 


45 


26.1 


28 


16.3 


12 


7.0 


172 


100.0 



Men 


Frequ. {%) 
7.6 


Women 


~n 


6 


17 


9.9 


18 


32 


18.6 


35 


52 


30.2 


27 


16 


9.3 


7 


29 


16.9 


. 9 


5 


2.9 


2 


4 


2.3 


0 


4 


2.3 


2 


T7? 


100. 0 


T56 



Women 
105 
1 
0 
0 

106 



Rel. 

Frequ. {%) 

5.7 

17.0 
33.0 
25.4 
6.6 
8.5 
1.9 
0.0 
1.9 
TWTG 7 



Rel. 



Women 


Frequ. {%) 


78 


- 73.6 


15 


14.2 


11 


10.4 


1 


0.9 


0 


0.0 


0 


0.0 ' 


0 


0.0 


0 


0.0 


0 


0.0 


0 


0.0 


1 


0.9 


106 


100.0 



Rel. 

Frequ. {%) 
99.1 
0.9 
0.0 
0.0 
100.0 
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DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT 
COMPANY COMMANDERS AT RTC, ORLANDO (continued) 



Number of 

Persons Previously 

Supervised 

0 

1-2 

3-6 
7-10 
11-15 
16-20 
21-30 
31-50 

51 or more 
Total 



Number of 
Companies Lead 



0 

1-2 
3-4 
5-6 
7-8 
9-10 
11 or more 
Total 



RCC 

Volunteer 



Yes 
No 

Total 



Fami 1,y Status 



Married, living 

w/fami ly 
Married, not 

living w/fami ly 
Single, not living 

w/dependents 
Single, living 

w/dependents 
Total 





Rel . 




Rel. 


Men 


Freau . (%) 


Women 


Frequ. (%) 




1.7 


15 


14.2 


o 


0.0 


8 


7.5 


13 


7.6 


43 


40.7 


17 


9.9 


14 


13.2 


22 


12.8 


8 


7.5 


15 


8.7 


8 


7.5 


27 


15.7 


6 


5.7 


32 


18.6 


1 


0.9 


43 


<» 25.0 


3 


2.8 


T7T 


100.0 


TO6 


100.0 




Rel. 




Rel . 


Me n 


Frp-ciu . {% ) 

1 1 V* VI U . \ / 


Women 


Frequ. {%) 


2 


1.2 


0 


o.o 


] 3 


7.6 


13 


12.3 


69 


40.1 


62 


58.5 


DO 


X? 6 ' 


21 


19.8 


14 


O . 1 


U 


5. 7 


15 


8.7 


1 


0.9 


3 


1 .7 


3 


2.8 


T7? 


10O.O 


106 


loo.o 




Rel. 




Re I . 


Men 


Frequ. {%) 


Women 


Frequ. {%) 


T46 


84.9 


75 


70.8 


26 


15.1 


31 


29.2 


172 


100.0 


TOTT 


100. 0 




Rpl 




Rel . 


Men 


Frequ. {%) 


Women 


Frequ. (%) 


132 


76.7 


32 


30.2 


16 


9.3 


9 


8.5 


22 


12.8 


54 


50.9 


2 


1.2 


11 


10.4 


m 


100.0 


m 


100.0 
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DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT 
COMPANY COMMANDERS AT RTC, ORLANDO (continued) 



Number of 
Childern 



— 0~~ 
1 
2 
3 
4 
5 
6 
7 

Total 



Number of 
Community 
Activities 



0 
1 
2 
3 
4 
5 

Total 



Level of 
Education 
Less Than High 

School 
High School 
Diploma 
Some College 
Associate Degree 
Bachelor Degree 
Some Graduate 

School 
Total 



In Part-Time 
Education . 



Yes 
No 

Missing/Unknown 
Total 



Rel. 



Men 


Frequ. {%) 




■ 19.7 


27 


15.7 


60 


34.9 


28 


16.3 


17 


9.9 


3 


1.7 


2 


1.2 


1 


0.6 


T7? 


100.0 



Rel. 



Men 


Frequ. {%) 


T07 


62.2 


38 


22.1 


14 


8.1 


6 


3.5 


5 


2.9 


2 


1.2 


m 


100.0 





Rel. 






Men 


Frequ. 


(*) 


Women 


13 


7.5 




O 


98 


57.0 




44 


54 


31.4 




52 


5 


2.9 




10 


0 


0.0 




O 


2 


1.2 




0 


T7? 


100.0 




T06 


n 


Rel. 






Men 


Frequ. 


(*) 


Women 


~TT 


6.4 


20 


160 


93.0 




85 


1 


0.6 




1 


T72" 


106.0 




Tol> 



Rel 



Women 


Frequ. [%) 


■ 70 




23 


21.7 


11 


10.4 


2 


1.9 


0 


0.0 


0 


0.0 


0 


0.0 


0 


0.0 


T06~ 


100.0 



Rel. 



Women 


Frequ. (%) 


79 


74.5 


17 


16.1 


4 


3.8 


5 


4.7 


O 


0.0 


1 


0.9 


T06 


100.0 



Rel . 
Frequ. 



0.0 

41.5 
49.1 
9.4 
0.0 

0.0 
TOO 



Rel. 
Frequ 



T8~.9 
80.2 

.9 

TOoTO" 



(%1 



154 

124 



Technical Report 154 



DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT 
COMPANY COMMANDERS AT RTC, ORLANDO (continued) 



LMT Course 



Yes 
No 

Missing/Unknown 
Total 



LMET Course 



Yes 
No 

Missing/Unknown 
Total 

Spouse Active 
Outside Home 



Yes 
No 

Not Applicable 

Missing/Unknown 

Total 

Necessary to 

Have 
Second Income 
Yes 
No 

Missing/Unknown 
Total 



Men 
-$6 
75 
1 

17? 



Rel. 

Frequ . {%) 
„ 55.6 

43.6 
0.6 
HP 

Rel. 



Men 


Frequ. [%) 


37 


21.5 


124 


72.1 


11 


6.4 


172 


100.0 




Rel. 


Men 


Frequ. {%) 


~9i 


52.9 


53 


30.8 


19 


11.1 


9 


5.2 


172 


loo.o 




Rel. 


Men 


Frequ. (%) 


59 


34.3 


108 


62.8 


5 


2.9 


172 


100.0 



Women 



Rel, 



1*1 



■ 

38 


j j . y 


0/ 




1 


n o 

u. y 


106 


1UU.U 




Re 1 . 


Women 


Fr^qu. {%) 


22 




82 


77.4 


2 


1.9 


106 


lUu.U 




Rel . 


Women 


r- I tJ \ 

Frequ. (%) 


30 


28. 3 


8 


7.6 


61 


57.5 


7 


6.6 


T06 


100.0 




Rel . 


Women 


Frequ. (%) 


40 


37.8 


56 


52.8 


10 


9.4 


106 


loo.o 



Physical Fitness 
(Self Report) 
Excel lent 
Good 

Satisfactory 

Fair 

Poor 

Missing /Unknown 
Total 

Within 

Weight Standards 

Yes 

No 

Total 



Rel. 



Men Frequ. (%) 

46~ 26.7 

82 47.7 

36 20.9 

8 4.7 

0 0.0 

0 0.0 

172 TuOTO 

Rel. 

Men Frequ. {%) 

T53 89.0 

19 11.0 

17? TOTTO 



Rel . 



Women 


Frequ. (%) 


19 


17.9 


57 


53.8 


17 


16.1 


10 


9.4 


2 


1.9 


1 


0.9 


T56 


loo.o 




Rel. 


Women 


Frequ. {%) 


97 


91.5 


9 


8.5 


106 


1(56.0 
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APPENDIX K 



OEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS 
AT SERVSCOLCOM, ORLANDO 
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DEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS 
AT SERVSCOLCOM, ORLANDO 



Rate 

P03 

PO? 

POl 

CPO 

SCPO 

MCPO 

Missing/Unknown 
Total 



Frequency 

1 
27 
36 
18 

5 

2 
_0 
89 



Relative Frequency [%) 



1.1 
30.3 
40.4 
20.2 
5.6 
2.2 
0.0 

ToTTo 



Rating Group 
Deck 

Ordnance 

Electronics 

Administration 

Engineering 

Construction 

Aviation 

Missing/Unknown 

Total 

Aje 

25 or younger 
26-30 
31-35 
36-40 

41 or older 
Total 



Frequency 

16 
35 
10 
2 

15 

0 

6 

5 
8T 

Frequency 

23 
23 
27 
11 
5 
55 



Relative Frequency {%) 

18.0 
39.3 
11.2 

2.2 
16.9 

0.0 

6.7 

5.6 

TO 

Relative Frequency [%} 

25.8 
25.8 
30.3 
12.4 
5.6 
TW70" 
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DEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS 
AT SERVSCOLCOM, ORLANDO (continued) 



Years In 
Service 

4 or less 

5-8 

9-1? 
13-16 
17-20 
j 21 or more 
Total 



Frequency 

2 
41 
18 
12 
10 

6 
M 



Relative Frequency {%) 



2.2 
46.1 
20.2 
13.5 
11.2 

6.7 
TGO 



Months of Duty 
at SERVSCOLCOM 

6 or less 

7-12 
13-18 
19-24 
25-30 
31-36 
37-42 
43-48 
49 or more 
Total 



Years Sea Duty 



0 

1-2 

3-4 

5-6 

7-8 

9-10 
11-12 
13-14 
15-16 

17 or more 
Total 



Frequency 

29 
17 
16 

8 

2 
15 

2 

0 

0 
19 



Frequency 



Relative Frequency [%) 



32.6 
19.1 
18.0 
9.0 
2.2 
16.9 
2.2 
0.0 
0.0 
TOO 



Relative Frequency {%) 



5 


5.6 


5 


5.6 


23 


25.8 


27 


30.3 


11 


12.4 


9 


10.1 


4 


4.5 


2 


2.2 


3 


3.4 


0 


0.0 


m 


"100.0 
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DEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS 
AT SERVSCOLCOM, ORLANDO (continued) 



Months 
C ombat Duty 

0 

1-12 
13-24 

25 or more 
Total 



Frequency 

69 
12 

7 

1 

89 



Relative Frequenc y 

77.5 
13.5 
7.9 
1.1 
TOO 



Number of Persons 
Previously Supervised 

0 

1-2 

3-6 

7-10 
11-15 
16-20 
21-30 
31-50 

51 or more 
Total 



Frequency 

1 

4 

12 
16 
16 

6 
11 

9 
14 
89 



Rel ative Frequency (%) 



1.1 
4.5 
13.5 
18.0 
18.0 
6.7 
12.4 
10.1 
15.7 
100.0 



nfs: r es°Uht Frequency Restive Frequency [%j 



0 

1-2 
3-4 
5-6 
7-8 
9-10 



25 
9 
14 

2 
4 
3 
32 



28.1 
10.1 
15.7 
2.2 
4.5 
3.4 
36.0 



11 or more || lfiO 

Total °* 
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DEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS 
AT SF.RVSC0l.COM, ORLANDO (continued) 



Instructor 
Volunteer 

Yos 
No 

Total 



Frequency 

75 
14 

m 



?J: latlve Frequenc y 

84. 3 
15.7 

TT50" 



Educational 
Level 

Less than Hiqh School 
High School Diploma 
Some Col lege 
Associate Degree 
Bachelor Degree 
Some Graduate School 
Total 



Current 
In Part- 

Yes 
No 

Total 



LMT Course 
Completion 



Participation 
-Time Education 



Yes 
No 

Total 



LMET Course 
Completion 

Yes 
No 

Miss ing/unknown 
Total 



Frequency 

6 
40 

20 • 
13 

2 

0 

m 



Frequency 

18 
71 

89 



Frequency 

29 
60 
89 



Frequency 

18 
69 

2 



Relative Frequency {%) 



89 



6.7 
44.9 
31.5 
14.6 
2.2 
0.0 
TUOTO" 



Relative Frequency (%) 

20.2 
79.8 
T0T57O~ 

Relative Frequency (%) 

32.6 
67.4 
101575 



Relative Frequency (%) 

20.2 
77.5 
2.3 
TOTTO" 
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DLMOGRAI'IIIC PROI ILL OF "A" SCHOOL INSTRUCTORS 
AT SFUVSC0I.COM, ORLANDO (continued) 

I'hy, ic al Fi tries*. 

(So If Report.) Frequency Rel ative Frequency {% ) 

Fxcellont ?\ 23.6 

Good 55 F' 1 - 0 

Satisfactory 0 10.1 

F (1 ir 3 3.4 

Poor 0 0.0 

Miss inq/unknown 1 1-1 

Total R"S TODTfj 



Wi th in Weiqht. 

Standards Frequency Relative Frequency (<) 

Yes 77 86.5 

No 1? 13.5 

Total m Torrrj 
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APPENDIX L 



RESULTS OF STATISTICAL CALCULATIONS REQUIRED FOR AN ANALYSIS 
OF THE RELIABILITY OF SURVEY COMPETENCY SCALES 
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• * _ r- fl4in Table L-l contains Cronbach's 

This appendix """Sts of t«» tab \% der ™\^ etency sca les, while 
coefficient alpha values for lb kll ieaaen> ^ t tor compe tency 
table L-2 presents the same values for 17 A bcnoo i 
scales . 

TABLE L-l. CRONBACH'S COEFFICIENT ALPHA FOR 16 RCC 
LEADERSHIP COMPETENCIES 









Coefficient Alpha 


Competency 


Frequency 


Importance 


Difficulty 


Taking Initiative 


.68 


.60 


.73 


Planning and Organizing 


.0/ 


.71 


.86 


Optimizing Use of Resources 


Jl 


.74 


.89 


Delegating Authority 


.68 


.63 


.71 


Monitoring Results 


.61 




.81 


Maintaining Control of 
Accianed Unit 


.74 


.75 


.88 


t n f 1 1 ipnr i no 


.71 


.80 


.86 


Developing Subordinates 


.67 


.70 


.83 


^aam RinlriinQ 


.65 


.72 


.84 


Projecting Realistic Expectations 


.56 


.57 


.65 


Understanding 


.67 


.70 


.83 




.63 


.70 


.79 


?(■ Counseling 


.77 


.79 


.82 


ht I" - 


.69 


.74 


.82 


Res" ; ; ; 9 Conflicts 


.69 


.65 


.81 


Compelling 


.66 


.57 


.83 
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TABLE L-2. CRONBACH'S COEFFICIENT ALPHA FOR 17 "A" SCHOOL 
INSTRUCTOR LEADERSHIP COMPETENCIES 







Coefficient Alpha 




Competency 


Frequency 


Importance 


Difficulty 


Taking Initiative 


.70 


. o y 




76 


Planning and Organizing 


B5 


.86 




. 00 


A«f imi 7 inn McP nf RPQnilPPP^ 

upT. irnitiny ubc ui r\c5uui 


.88 


■ o / 




.91 


Delegating AutHority 


81 


.77 




.88 


Mnn i f^r inn Rp^ultS 


.80 


.86 




. O O 


Maintaining ouriLrui . u 

Assigned Unit 


.86 


.86 




.87 


Influencing 


.76 


.85 




.90 


Developing Subordinates 


.82 


.83 




.88 


Team Bui lding 


.86 


.86 




.85 


Projecting Realistic Expectations 


.70 


.70 




.76 


Understanding 


.81 


.83 




.85 


Conceptualising 


.66 


.70 




.77 


Advising and Counseling 


.80 


.84 




. 9C 


Helping 


.77 


.77 




.89 


Resolving Conflicts 


.87 


.90 




.92 


Compelling 


.77 


.78 




.85 


Projecting Positive Expectations 


.73 


.68 




.77 
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APPENDIX M 

COMPETENCY DEFINITIONS AND BEHAVIORAL INDICATORS 



165 



"pcrdtional definitions of the competencies listed in the body of this technical report are contained 
in this appendix, Behavioral indicators of these competencies for the RCC and/or "A" School instructor are 
also provided. 



COMPETENCY 



SELECTED BEHAVIORAL INDICATORS 



Taking Initiative 

(Acting on one's own responsibility, 
self-starting, anticipating 
situations rather than reacting 
to them, initiating new action 
or plans without being told to 
do so, accomplishing tasks 
resourcefully and persistently. ] 



P 1 anninq and Organizing 
(Identifying action steps, 
resources, or obstacles 
involved in reaching an 
objective, preparing 
schedules, sett inq priorities, 
getting a unit organized, managinq 
time.) 



Try new traininq techniques 

Hake decisions on one's own when management guidelines are 
not clear 

Hake alternative plans in case last minute changes occur 

Request transfer of militarily troublesome recruits/ 
students to other companies, special companies, or 
other units 

Call to division staff's attention any problem areas 
with which experiencing trouble 

Recommend changes to command procedures 

Take a chance for the good of assigned recruits/students 

Plan ahead several days for a new company /class/unit 

Hake a list of the most important things to do first 

Make entries in a notebook .oL.th.ings. that happen so that 
it will be easier to train the next company/class 

Decide which military subjects to teach first and which 
require remediation 

Plan the day in blocks of time 

Figure out ahead how much time to devote to various 
activity 



Anticipate major last minute changes to daily schedule 



Optimizing Use of Resources 
(Matchinq subordinates and jobs 
to get, the best performance, 
using the human resources 
available, determining the optimum 
relationship between training 
requirements and unit morale, 
avoiding unit burnout.) 



Delegating Authority 

(Assigning responsibility for 
task accomplishment, and 
commensurate authority, to 
subordinates; using the chain- 
of-command to require 
subordinates to share in task 
management; encouraginq 
subordinates to seek responsibility 
without waiting for direct orders. 
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Assist recruits/students in using their time to the best 
advantage 

Divide work time with partner or arrange for other 
instructor/advisor to take charge of class/unit for 
part of day 

Replace recruit petty officers/student. .leaders 
when certain ones selected do not pan out 

Match the job to the recruit's/student's abilities 

Encourage recruits/students, to give feedback on 
problems they encounter in following directions 

Revise orders when individuals are obviously fatigued 

Do something specific to keep one's morale up 

Do something specific to keep company/class/barracks 1 
morale up 

Think about and analyze overall company discipline 

Evaluate recruits/students to see when they can take on more 
responsible jobs 

Divide authority and responsibility for specific 
training areas with partner/other instructor/advisor 

Give temporary control of minor individual and/or company/ 
class rewards to recruit petty officers/student leaders 

Delegate more authority to recruit petty officers/selected 
students based on readiness for greater responsibility and 
policy limits 

Divide training load with partner/other staff member on the 
basis of training area (e.g., barracks, counseling, 
technical instruction) 
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Give temporary control of minor individual and /or company/ 
class discipline to recruit petty of f icer ( s ) /se lec ted 
leader! s) 



Results 
(Chocking unit progress by 
seeking information regarding 
progress or by direct observation, 
check itif) on results of own and 
subordinates' actions, evaluating 
indiv, lual and unit performance 
against a standard of 
oerformance.) 



Naintain Control of Assigned Unit 
(Elicit desired unit 
behavior through use of authority 
to reward and discipline and 
otherwise maintain accountability 
for subordinate performance.) 



Analyze feedback on company/class progres ; 

Inspect recruit/student progress in the interval between 
competitive/regular inspections 

Watch recruit/student behavior in order to anticipa'" 
problems before they happen/occur 

Compare progress of assigned company/class to command 
standards 

Enforce regulations 

Maintain accountability; ensure that all necessary tasks 
are performed 

Discipline recruits/students 

t 

Recognize early cues (e.g., low inspection scores, students 
taking over class discussion) that control of the 
company/class is slipping 

Award specific privileges to recruits/students based on 
meeting certain definite standards 

"Bend over backward" to reward a good job 

Make official recommendations for recognition of exemplary 
recruits/students 
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ERIC 



Tell recruits/students when pleased with their 
performance 

Tighten company/class discipline when control 
is perceived to be slipping 

Under unusual conditions, sometimes exceed limits of 
authority in order to deal stronqly with undesirable 
recruit/student behavior 



Influencing 

(Persuading and convincing 
others up, across, and down the 
chain-of -command concerning 
matters required to accomplish 
company/class goals, using 
military bear inq, position, and 
rank as a role model to 
subordinates, peers, and seniors.) 



Developing Subordinates 

(Coaching subordinates toward 
improved performance, helping 
subordinates to be more 
responsible' in getting the job 
done at a quality standard.' 



Team Building 

(Promoting teajQ work and 
cooperation within your own 
company/class or with other units.) 



ERIC 
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Let the company as a whole know how well it is doing in 
training 

Set an example for assigned recruits/studonts in military 
appearance 

Motivate assigned recruits/students to do mat is wanted 
without exceeding the limits of one's authority 

Devise rewards and disciplinary procedures which are 
within the limits of authority 

Encourage recruits/students to relate their problems 

Project one's voice in order to be heard 

Make an effort to maintain a good attitude,abont 
recruits/students 

Show the recruits/students their leader can do what he/she 
tells them to do 

Give recruits/students individual instruction 

Double check to ensure that a recruit/student thoroughly 
understands assigned duties 

Give top recruits/students additional leadership 
responsibilities as training progresses 

Followup on assigned duties to see that the job is done 
satisfactorily 

Tell recruits/students when they are doing a good job 

Analyze the company's ability to make a good team 

Check strengths and weaknesses of individuals to see how 
to best fit them into the "group" effort 

Encouraoe recruits to take part in sports activities 

Encourage recruits to compete with recruits in other 
companies 



meruit';/ 



11 1,11 M 



i rri or 



Njcctimj i^alistic Expectations 
(Haintaining an awareness 
that some instructions will 
not be followed or carried out 
effectively; expressing 
displeasure, disappointment, 
and concern about shortcomings 
of an individual or group.] 



(Accepts the feelings of 
another person, responds to 
persons appropriately in order 
to net the job done, figures out 
other people's difficulties 
with rational explanation,) 



leach sections/watch seefions/coiiinariy to Iry In solve it 1 



ems dim ore e 



coiimiiiiKcr/ins 



fission projects (duties) to small pups and let 



.iiui.'r i 



assign respons 



Let company pretty much rim itself when it is doiti'i 
jot) 



"sea stories' 



Evaluate strengths and weaknesses of recruits/s 



determining one's own expectations for the company /class j 
Remind oneself that recruits/ 1 , laments are just adolescents o 



Remind recruits/students of negative consequences if they j 
fail inspections t» 



Recognize that some companies/classes cannot score the highest 

Attempt to see the recruit's/student's viewpoint in 
settling disputes 

Advise recruits/students concerning their perceive! snort- 
comings in the Navy and what can be done to work with in 
the system to improve things or to cope with reality 

Change one's viewpoint after considering the 
recruit's/student's viewpoint 



0 

i 

H 



Chanqe one's way of doing something when other corner 
commanders/ i nstruc tors/staff members show me a better way 

Explain future hardships of train inq/Navy life to recruits/ 
students and tell them the difficulties they will encounter 
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Admit one's own mistakes and explain wl 



appened 



Conceotualizing 

(Thinking critically, 
think inq clearly, search r,q fnr 
and identifying relevant facts, 
orqanizing facts, and drwinq 
conclub ion:. ) 



Advising and Counsel inq 
(Advising: Giving sppcif'c 
information/guidance to others 
about opportunities, alternatives, 
or recommended courses of action 
that will help solve their 
problem, understanding legal 
limits of responsibility for 
consequences of advice. 
Counseling: Helping, subordinates 
explore, better understand, and 
possibly find solutions for a 
problem; keeping one's own prefer- 
ences secondary while a subordinate 
takes care 'of his/her problem.) 



176 



Arvlyze recruits'/students' mistakes and give 
constructive criticism 

Restrict criticism to what can be used constructively 
Plan work out step by step before proceeding 



we 



ERIC 



ep notes on "lessons learned" to help when similar 
problem arise in future companies/classes 

Recoqn ? ze when stress may be clouding thinking 
(e.g., personal/family problems, not enough rest, 
pent up frustration) 

Take practical steps (e.g,, turn over company/class 
to another company commander/instructor, take a walk, 
talk to division officer) to clear up or prevent 
"muddied" thinking . ' 

Assess recruits'/students' personal problems and give 
advice concerning best solution(s) 

Give advice to less experienced company commander/ 
instructor 

Set aside temporarily some aspects of company commander's/ 
instructors role as an authority figure and talk to a 
recruit/student as one adult to another 

Listen to and empathize with recruits/students concerning 
personal problems with limited advice giving 

Approach a recruit/student when it is sensed she or he has a 
problem 

Determine whether a recruit's/student's problem is serious 
enough to need one's attention 

Conduct 'discussions with groups of recruits/students having 
similar problems 

177 



H 

n 
n 



v 

0 

1 

r+ 
H 



Hp In 



time available tn 
to subord : nates t "fighting" for 
your penpi;-, -is r >oss inq the nature 
of subordinates' problems and 
rnak inq appropriate disposit 



Refer recruits/students to other counselors (e.q., chaplain, 
psyc Ion : s t ; 

Give advice tn other company commanders/instructors 

"Sense" when a recruit/student has a problem 

Distinguish which incidents to pay attention to and 
which ones are unimportant 

Make tie for recruits/students to discuss their problems 



N Resolving Conflicts 

( Help inq subordinates, as well 
as peers, resolve disputes/ 
conflicts/behavior problems to a 
successful resolution so that both 
parties are relatively satisfied.) 



Compel ling 

(Usinq the authority inherent 
in military rank to point out 
negative consequences of non- 
performance or substandard 
performance in order to feel 
assured m\\ subordinate 
perfornwai e/obedience. ) 



17b 
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Hear the recruit/student through before starting to give 
advice 



"Sense" when there is some problem affecting company/class g. 
performance 



73 

ft) 

n 
o 
i 
rt 
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"Go to bat" for your people when they need backing up 

Attempt to see the recruit's/student's viewpoint in settling 
disputes 

Negotiate conflicts between recruits/students 

Compromise and/or negotiate with one's partner or other 
instructors 

Teach recruits/students not to question orders or 
seniors' intentions 

Hake it plain to recruits/students what the consequences 
are for disobeyinq one's orders 

Persuade recruits/students to see things my way 



Use extra tough inspections to set the -tone for unit 

discipline {*][} 



Projecting Positive f <!><'(. tat ions 
(Showing subordinates that 
you are convinced they are fully 
capable of doinq good work when 
given a chance, expressing 
positive feelings about other 
people's work, treating subordinates 
so that they believe you need them 
and that they are a valuable 
resource.' 



Tell students "you can make it through" 

Encourage class in its competition for flags 

Offer rewards for desirable performance 

Treat students as one would want to be treated if 
positions were reversed 

Treat students like adults, 



H 
CO 
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APPENDIX N 



RESULTS OF STATISTICAL CALCULATIONS REQUIRED FOR REGRESSION 
ANAL Y SES OF PERFORMANCE LEVEL/GENDER ON COMPETENCIES FOR 
RECP'JIT COMPANY COMMANDERS AND "A" SCHOOL INSTRUCTORS 
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this appendix consists of tables N-l through N-6« Tables N-l throvili 
N-4 present the competencies resulting from regression analyses of 
performance on compotonc ios for groups 01 RCCs. Tables N-5 and N-6 contain 
the cornpetenc ies resulting from regression analyses of gender on 
competencies. Because of the way in which gender was coded, a negative 
relationship between gender and a competency in tables N-5 and N-6 indicates 
Unit women perform that competency more frequently, while a positive 
relationship indicates that men perfor.n that; competency more frequently. 



TABLE N-l. STEPWISE REGRESSION OF PERFORMANCE ON 


COMPETENCIES FOR RCCs 


C n rn n p f p n c i p c R F T A f- 
\.,\)\ \\\J L L tr M L 1 L j Dl 1 n L 


Sib 


Mon itorint] Results .14 2.2 


.03 


Delegating Authority -.15 2.4 


.02 


Taking Initiative .14 2.3 


.02 


N 281 
°. ? - .05 

V = 4.4, df = 3, 277, Sig = .005 




TABLE N-2. STEPWISE REGRESSION OF PERFORMANC 
FOR "A" SCHOOL INSTRUCTORS 


E ON COMPETENCIES 


Competencies BETA t 


SIG 


Planning and .2,4 2.5 
Organ i z i ng 


.03 


N = 89 
R2 = .05 

F = 4.9, df = 1, 82, Sio = .03 
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TABIF N-3. STEPWISE REGRESSION 01 PERFORMANCE ON COMPETENCIES 
FOR MEN RCCs 



Competent: ios BETA 



t 



Taking Initiative 



0.25 3 - ? 



[lele'jatinq Authority -0.19 
Conceptualizing 0.26 
Understanding -0.25 



-2.3 
3.0 
-2.7 



SIG 

.002 
.002 
.003 
.008 



N - V? 
o? , .12 ■ 

y - 3 7, df « 4, 16/, Siq 



.002 



Tap'F N-4. STEPWISE REGRESSION OF PERFORMANCE ON COMPETENCIES 
FOR WOMEN RCCs 



RETA t SIG 

Competencies BtlA , . 



to 1 9 - 05 

^oni tor inq Resu its . w 



N = 106 
r2 = 04 

p - 3.8, elf = 1, 104., Siq = .05 
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rABI t : N-5. STEPWISE REGRESSION OF btNDER ON COMPETENCIES 
TOR ALL RCCs 



Competencies BETA • SIG 

Planning and -.30 -4.5 -0001 
Or<|.in i 7. i nrj 

Team Bui Id inn .35 5.0 .0001 

r„,o j.tu.-V.r 'Rj .27 3.9 .0001 

Developing --20 -2.8 .005 
Subord inate r > 

f)e locating -.19 -2.3 .002 
Author it V 



N * 281 



R" 5 



.18 

11.8, cif = 5, 275, Sin = .0001 



TABLE N-6. STEPWISE REGRESSION OF GENDER ON COMPETENCIES 
FOR SUPERIOR RCCs 



Competenc ies 



BETA t SIG 



Planning and -.31 -2.3 .03 

Organizing 

Conceptual! z ina .50 3.3 .002 

Developing -.37 -2.4 .02 

Subordinates 



N -■ '13 
R 2 = .31 

F = ' df = 3, 39, Sig = .002 
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'\PPENDIX 0 

Kl SPONSi TO A FT 1 111(11 NAL/BEHAV I0KA1. SI, ' rmS BY 

RF ORMANCE , GENHFK, AND I.PO/LCPO LMET COURSE CC.PI.tT ION 



Table 0-1 ru.-Mlns the response, of RCCs and " V School Instructors to 

Fntrios are mean scores on a scale with values from 1 to b. In a}' tnree 

-o,p,r sons sfqnificance of differences between each group was determined 

.05 level. 
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'.tit- 



.•fit 1 , 



I am usij al 1 v sat 1 f ied with 

1 U".vl my cn'upany in order 
a- h H'*»J mkciv.', In cornet it ion 

! i an worl comfortably i n a 
"iMimprt i t Wt* and con, *» -dt We" 
,.mw Irniwnt with othoi company 
i i rmiifl "el i-i S 

I willlnq to "stick my nock 
out" for- ny recruits 

Physical "handling" of a recruit 

is sou'*" 1 1 in*- 1 -' unavo id able 

My behavior is 3 good model for 
my recruits to fol low 

There are tunes when I find U 
impossible to control my emotions 
around recruits 

It is vwnrt irv«. very difficult 
to devote mv f'iU attention to 
my work because of family problem 

I am comfortable when talking to 
larqe '.roups of recruits 

Admomshinq recruits Is sometimes 
an unfortunate necessity 



« or 

at .bis 



My att itude is *• 
better than r.i .t 
command 

r a h new recruit is an impoi tant 
"Navy person" and T tell n.ir/him 
r >o right cV 



(R) 2 (D 3 
(?) 

W (3) 
(R) (4) 

(R) (5; 

(R) (6) 
(R) (7) 
(R) W 
' R) (9) 

(R) (10) 



Am low Average Performer 
Average Performers 
Superior Performers 



RCC 
3.B* 

i.? 

.1.6 

3.8' 
4.2 



3.7* 

\.2 

4.6 

4.0 
4.0 
4.2 



Invt, 
3.9 

4.'. 

4.? 

4.? 



4.6 


A 1 
H . J 


3.2 


3.7 


3.3 


3.9 




3.8 


3.6 


1.8 


3.6 


2.5 


3.6 


2.1 


4.2* 


4.5 


4.4 


4.1 


4 6 


4.5 


3.5 


2,2 


3.5 


2.1 


3-7 


1.8 


3.5* 


2.3 


3.9 


2.2 


4.0 


1.6 


4,0* 


3 .° 


4.4 


3-9 


4.6 


4.4 


3.6 


3.4 


3.6 


3.7 


3.7 


4.0 



3.6 
3.5 
3.6 



Women 1 
Men 



4.1 



4.0* 
4.3 



3.5* 
3.2 



3.9* 
3.4 



4.4 
4.4 



3.5 

3.') 



4.0 
3.8 



4.3 

A .4 



3,6 
3.5 



4.2 
4.1 



3.9 
4.1 



■ i'0/ir.pn IMC i 

MonrjraduatHS 
Graduates 



RCC 

4.1* 
4.4 



4.1* 
4.5 



3.3 
3.3 



3.6 
3.5 



4.3* 
4.6 



3,5 
3,6 



3.8* 
4.2 



4.3* 

4.6 



3.6 
3.8 



4.1 
4.3 



3.9* 
4.3 



Inst 

4.3 
4.3 



4.1 

4.3 



3.9 
4.1 



2.3 
2.7 



4.3 
4.3 



".1 
2.3 



2.2 



3.9 
4.2 



3.5 
4.1 



3.6 
3,3 



4 "D" indicates this statement was deleted from cne h Jcnuu 
* Sujnlf icant difference £ £.05 
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I A!?; 1 0 1 . Mi .\N f ,r Al ( I J I '.PflNM '. 



\trttlMI i'U! ' 



•>{ up r ,et when thinn/. 
• ! ;jo a r , \) 1 jnn»'(t 



H. I reward my on'HMny for good (R) (1?) 

[,i>rt ortnance evrry chance 1 qet 

14. I often find it m-cev^ary to make 
ehanqes in my dai ly he'Ju le 

15. It is i-Mcn nrc i»ssary for me (R) (14) 
to pxpla:' 1 directions to 

rec rw i 1 '. m-i» than once 

16. I may n:s: ,f ;nd differently to 
the s.'i^: 1 t'.'havior depend inq 
upon the individual 

i 

|l7. I- i)*»npr a 1 • my partner and I (R) (15) 

] v oq-*al ly responsible for 

fc » -jcressful tralnim of 

I c OTp any 

* 

18. don't nesitate to do a task (R) (16) 

.'■/self if the recruit can't do 



. 3y the- time she/he graduates, (R) (17) 

recriit.s have been trainee 
to ta^e full responsibility 
f r their actions as Novy people 

20. ! am. generally comfortable (R) (18) 

whfn I leave my partner in 
charqe in my absence 



1NAI /WHAVIOPAI 


MAI 


[ Hi H 1 S 


HAM" 1) 


ON 






I po/i r 


•(1 I Ml ! 


(.1)1 IP' 


i ( 0M,r 


i tion 


(< 


Of) t 1 'MM' 


t \ 


Aver flfj 


1 Per 


f ormers 




IP(W 


i • I * 




r flfje Pi' 


• t ormer' 




Women 


u 




' ■ i a ! 1 




lor Per 


Former *, 




M»'f i 


r, 








RCC 


In 


M 












■ i 


?.*) 


?. 


f > 




') u 










?.M 

t \b 


1. 


1 




:\h 


■ 






) 


3.9 


3. 


6 




J . M 








7 


4.0 


3. 


6 




4.0 




t 




■1 


4.? 


1. 
















3.7 


3. 


•> 










J 


A 
4 


3.7 


3. 


6 




3.7 






3 


a 


4.6 


3. 


n 














4,1 


2. 


8* 




4.0' 


4 . 


1 


3 




4.1 


3. 


8 




4 .? 


4. 


0 


3 


j 


4J 


4. 


0 














3.7 


- 3 


4 




3 . 8 


j . 


0 


-i 

j 


L 

J 


1 7 


3 


7 




i i 
J . / 




7 






3.8 


3.6 














4.4 


3 


6 




4.3 


4. 


3 


3 


.6 


4.4 


3 


7 




4 . *1 


4. 


4 


J 




4.2 


4 


3 














3.5* 


2 


1 




3.9 


3 


8 


n 


.0 


3.n 


?.o 




3.8 


4 


0 


1 


.6 


4.3 


1 


6 














3.6 


3.3 




3.8* 


3 


6 


3 


.1 


3.6 


2 


7 




3.5 


3 


6 


2 


.6 


3.7 


3 


0 














4.1 


3 


4 




3.9 


r ; 


0 




.7 


4.0 


3 


.5 




4.1 


4 


.2 


3 




3.9 


3 


.5 















•Significant difference f> £ .00 
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,t 1 1 t "ti«'n t ■ 



lAiiii nl Mf AN \rAM MIM'ONM «, 10 A 1 1 I 1 111) INAl. /lit MAV IHK A| STAUMl N1S BASFO ON 

tlVU Of PI NMIMMANd , HINDU* AND IPO/' r .H) I Mf T COURT,! COMIHIUON ( r mil » nurd J 

(h-low AvortKH 1 Performers I PO/t Cf'O I Ml I 

Average Performers Women Nongraduates 
Superior Performers Men Graduates 



[>\ . i :|., haw t.»n vxr '\ author it y (R) ( 1 ( ^ 

j r , r t hi* i r i'i ;>rr i ent e le < e 1 

J h,iv enough authority to 

tin m/ }f»h 

i 
I 

j. I am sure essful at finding ways (R) (49) 
to reward recruits fur doing a 
QOOd jot) 

?4. Sh'.pmateS (staff and/or recruits) (R) (21) 
ijsu.i1 1 y take my adv ice 

25. ShinT.ites (staff arid/or recruits) (D) 
frequently ask for my advice 

6. Recruits don 1 c hesitate to come (R) (22) 
to rr.e with problems 

•7. Generally, I don't care about the (R) (23) 
quality of recruits; I can train 
th em 

> fl. I usually treat recruits like (R) (24) 

adults 

:9. I always strive for flag awards ( R) (25) 



30. T»u« quality of recruits isn't (R) (26) 

•.hat it used to be 



fu:r. 


Inst 




RCC 


Inst 


? . ? 


2 .4 


2.0 


2,2* 


2.1 


y.\ 


2 .2 


2.0 


1 .H 


i . i 


2.0 


2.? 








r > 


3 . 2 


3.? 


3.2 


3.7 


3-? 


3*.B 


3.3 


3.4 


3.7 


3.7 


3.8 










j . j 


4 . 1 


4 .1* 


3.7 


4.2 


3.7 


4,2 


4.4 


3.6 


4.4 


3.9 








7 7* 


4 .0 


3.7* 


3./* 


4.0 


3.7 


3.1 


3^8 


3,9 


4.1 


4.0 


4.2 








3.6* 




3.7 


3 . 7 




3.^ 




3.7 


3.8 




4.? 










4.1 


4.0 


4.0 


3.9* 


4.0 


4.0 


4.1 


4.0 


4.2 


4.2 


4.0 


4.1 








2.7* 


3.1 


2.9 


2.9 


2.9 


2.9 


3.0 


3.0 


3.2 


2.8 


3.5 


2.6 








4.0 


4.2 


4.0 


3.9 


4.2 


3.9 


4.1 


4.0 


4.0 


3.9 


4.1 


4.2 








2.5* 


2.1 


2.8 


2.9* 


L 6 


3.0 


2.7 


3.1 


3.3 


2.5 


3.5 


2.5 








2.5 


3.2 


2.4* 


2.7 


3.4 


2.7 


3.4 


2.9 


2.8 


3.2 


3.0 


3.5 









♦Significant difference £ <^ .05 
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TABLE 0-1. MEAN SCALE RESPONSES TO ATT ITUD INAL /BEHAV IORAL STATEMENTS BASED ON 

LEVEL OF PERFORMANCE , GENDEt. Afjrf LPO/LCPO LMET COURSE COMPLETION (continued) 





Statements 






Below Average Performers 
Average Performers 
Superior Performers 


Women 
Men 


LPO/LCPO LMET 

Nongraduates 

Graduates 












RCC 


Inst 




RCC \\ 


Inst 




31. 


I've gotten into diffi- 
culty as a RCC because of 
decisions I have made 


(D) 




3.2* 

3.4 

3.9 




3.4 
3.5 


3.4 1 
3.5 






32 . 


Emotions sometimes get in the 
way of my handling problems 


(R) 


(27) 


3.9 
4.0 
4.3 


2.1 
2.1 
1.5 


4.0 
4.0 


4.0 
4.1 


2.0 
2.1 




33. 


Sometimes I'm too tired on the 
job to think clearly before 
I act 


(R) 


(28) 


2.9* 

3.1 

3.6 


2.2 
2.1 
1.9 


3.2 
3.1 


3.1 
3.3 


2.1* 

2,2 




JH . 


1 LiilflK HI jr LU II 8 II a (1 U [JlCiCllLC 1 j 

an important tool in recruit 
training 


{Rl 


f 291 


3.6* 

4.0 

4.0 


3.7 
3.7 
4.1 


3.8 
4^0 


3.9* 
4.1 


3.8 
3.8 






Kccruiis unucr^Ldno my uir clliuiis 
without needing to be told more 
than once 






2.8 
3^0 
2.9 


3.6 
3.1 
3.2 


3.0 
2.9 


2.9 
3.1 


3.4 
3.5 




36. 


When I first came here my 
command presence needed polishing 






2.6* 

2.9 

3.4 


3.1 
3.1 
3.5 


3.0 
2.9 


2.9* 

3.2 


3.2 
3.3 




37. 


My own feeling of se If -confidence ; 
affects how successful my 
recruits are 


(R) 


(31) 


4.1* 

4.3 

4.6 


4.1 
4.3 
4.1 


4.3 
4.3 


4.3 
4,4 


4.T 
4.1 




38. 


I am the first to discipline my 
people if they make a mistake 






4.3 
4.2 
4.4 


3.9 
3.9 
4.4 


4.3 
4.2 


4.2 
4.4 


4.0 
3.7 




39. 


My word is the last word when 
recruits can't get along 


(R) 


(33) 


3.8 
4.0 
4,0 


3.5 
3.6 


4.0 
4.0 


4.0 
4.2 


3.6 
3.8 




40. 


Sometimes other RCCs come to me 
to help them solve their conflicts 
with their superiors 


(R) 


(34) 


2.8 
3.0 
3.3 


3.1 
3.3 
3.5 


3.1 
3.0 


3.0 
3.2 


3.2 
3.6 





♦Significant difference ££.05 
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TABLE 0-1. MEAN SCALE RESPONSES TO ATT I TUD I NAL/BEHAVIORAL STATEMENTS BASED ON 

LEVEL OF PERFORMANCE, GENDER AND LPO/LCPO LMET COURSE COMPLETION (continued) 



\ 





Statements 






Below Average Performers 
Average Performers 
Superior, Performers 


Women 
Men 


LPO/LCPO LMET 
Nongraduates • 
/ Graduates 










RCC 


Inst 




Vcc ' 


Inst 


41. 


Most problems will solve 






3.5 


2.4 


3.5 


\ 

3.5 


2.3 




themselves, if you give them 






3.6 


2.1 


3.6 


3:7 


1.9 




t imp 






3.8 


2.4 








42. 


Recruits might lose their 


(R) 


(36) 


4.0 


2.3 


4.0 


" 4.0 


2.4 




tempers If I force them to talk 






4.1 


2.2 


4.1 


4.2 


2.1 




out their di f f erences with eac h 






4.0 


2.5 










other; therefore, I usually 


















let tnings aione tor awni ic 
















43. 


You generally have to give more 


(R) 


(37) 


3.7 


2.1 


4.1* 


3.8 


2.2 




consideration to women recruits 






3.8 


2.4 


J . 0 


4.0 


2.5 




because women are more emotional 






3.8 


2.5 








'A A 


Off duty social interaction 






3.3 


2.5 


J • 0 


3.6 


3.2 




between staff members and recruits 






3.6 


3.6 


3.4 


3.4 


2.8 




(of a personal nature) should not 






3.9 


2.8 










affect training and/or discipline 
















45. 


Staff member's occasionally doing 


(R) 


(39) 


4.2 


1.9 


4.3 " 


4.2 


2.1* 




some of a slow recruit's work for 






4.2 


1.8 


4.1 


4.3 


1.6 




him/her does not appreciably 






4.2 


1.9 










affect training and/or discipline 
















46. 


I can express my pleasure/dis- 


(R) 


(40) 


4.2 


4.2 


4.3 


4.3 


4.2 




pleasure with a recruit's behavior 






4.3 


4.3 


4.3 


4.4 


4.3 




and still maintain my profession- 






4.4 


4.0 










alism • 
















47. 


It is unprofessional to let a 


(R) 


(41) 


3.6 


4.2 


3.4 


3.4 


4.2 




recruit know you are pleased with 






3.4 


4.3 


3.6 


3.6 


4.3 




his success by such behavior as 






3.6 . 


4.0 










slapping him/her on the back or 


















showing excitement 
















48. 


My recruits know I will support 


(R) 


(42) 


3.6 


2.9 


3.6 


3.4 


3.2 




them no matter what 






3.4 


3.3 


3.4 


3.6 


3.1 










3.3 


2.7 









♦Significant difference £ .05 
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TABLE 0-1. MEAN SCALE RESPONSES TO ATT I TUD I NAL /BEHAVIORAL STATEMENTS BASED ON 

LEVEL OF PERFORMANCE , GENDER AND LPO/LCPO LhET COURSE COMPLETION (continued) 



Statements 



49. I don't tolerate recruits (R) (43) 
questioning my orders or 
intentions 

50. I usually can persuade recruits (R) (44) 
to see things my way 



51. Maje recruits sometimes mis- (R) (45) 
interpret female RCCs' profes- 
sional attention/help/discipline 
as personal friendship/interest 

52. "Stand Tall" inspections are (R) (46) 
important in the training of 
recruits 

53. RMAAs have too much authority (R) (47) 
for their experience level 



Below Average Performers LPO/LCPO LMET 

Average Performers Women Nongraduates 
Superior Performers Men Graduates 



RCC 

3.7 
3.7 
3.7 

3.8* 

3.9 

4.2 

2.6* 

2.7 

2.7 



3.0 
3.1 
3.0 

2.1 
2.1 
1.7 



Inst 

3.1 
3.1 
3.6 

3.5 
3.8 
3.7 

2.9 

2.9 
2.6 



3.6 
3.6 
3.6 

2.6 
2.3 
2.1 



3.7 
3.7 



3.9 
4.0 



2.4 
2.6 



2.1 
2.0 



RCC 

3.7 
3.6 



3.9 
4.1 



2.6 

2.6 



3.1 
3.1 



2.1* 
1.8 



Inst 

3.2 
3.2 



3.8 
3.6 



2.9 
2.8 



3.5 
3.8 



2.3 
2.3 



♦Significant difference £ £ .05 
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APPENDIX P 



RECRUIT COMPANY COMMANDER AND "A" SCHOOL INSTRUCTOR 
COMMUNICATION PATTERNS ANALYSIS 
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This appendix presents five groups of 'personnel with whom 
RCCs/instructors communicate. Within each group of these personnel, RCCs/ 
instructors report similar frequencies of ' communication, as determined by 
principal components factor analysis. Table P-l presents the compositions 
of these groups for both RCCs and "A" school instructors. 

The correlations between an RCC/instructor 1 s frequency of communication 
with these groups and the performance of RCCs/instructors, gender of RCCs, 
and prior LMET attendance are shown in table P-2. Positive correlations are 
associated with higher performance levels, male gender and prio* LMET course 
completion. None of the correlations are statistically significant at the 
p<.05 level. 



TABLE P'-l. COMPOSITION OF FREQUENCY OF COMMUNICATION FACTORIAL GROUPS 
FOR RCCs AND "A" SCHOOL INSTRUCTORS 



Communications 
Factorial' Group 

A 



D 
E 



TYPE INSTRUCTOR 



RCC 

Commanding Officer 
Executive Officer 
Military Training Officer 
Assistant Military Training 
Officer 

Division Officer 
Division Leading Chief 

Petty Officer 
Other Division Staff Members 
Partner CC 
Other CCs 

Command Master Chief 

Chaplain 

Psychologist 

Human Resource Management 

Counselor 
Red Cross Representatives 



Medical Personnel 
Dental Personnel 

Basic Military Training Officer 
Testing Personnel 
Instructors 



"A" School Instructor 

Commanding Officer 
Executive Officer 
Command Master Chief 



Training Officer 
School Director 
Division Officer 
Division Staff 
Personnel 



Chaplain 

Medical Personnel 

Dental Personnel 

Psychiatrist/ 
Psychologist 

Red Cross Represen- 
tative 

Human Resource 
Management Counselor 

Other Instructors 
Students 

Department Level Staff 
Administrative Person- 
nel 

Career Counselor 
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TABLE P-2. CORRELATION OF FREQUENCY OF COMMUTATION AND RCC/"A" 
SCHOOL INSTRUCTOR COMPARISON GROUPS AND COMMUNICATIONS 
FACTORIAL GROUPS 



Communications 

Factorial 

Group 




Comparison Groups 




Performance 
Level 


Gender 


LPO/LCPO LMET 
Completion 




RCC/Instructo 


r RCC 


RCC/Instructor 


A 


-.04/. 01 


.01 


.05/-. 11 


B 


-.10/-. 08 


-.10 


.11/-. 16 


C 


-.05/-. 02 


-.10 


.09/-. 09 


D 


-.03/-. 01 


-.07 


.09/-. 15 


E 


-.05/-. 04 


-.12 


-.03/-. 02 
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